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ABSTRACT
This thesis describes the results of research analysing the degree of
success of joint venture management teams between British multinationals
and Saudi local companies in the field of the construction industry in relation
to cross-cultural barriers in general, and specifically to projects and
management teams in these specific projects. It examines differences in
cultural styles, problem- solving styles and trust structure styles, and
compares the overall ideal perception of various companies in the
construction industry of these three management styles with what are
perceived by the companies as their actual styles. The research began with
considering the importance of the international management group's
selection and appointment as difficulties will increase in relation to the
cultural and other differences between the parties.
Cultural styles have been defined as how performance (in this case of
international joint venture managers) is affected by the societal culture in
which the person has been brought up. This applies to all three aspects, as
well as the specifically termed 'cultural style'.
It is considered that the selection and appointment of the most suitable
managers is very important in the joint venture contract internationally as all
other control measures have little effect once a totally unsuitable manager has
been appointed. Selection criteria should be based on appropriate
combinations of styles, and training designed to eliminate or modify
shortcomings.
On the basis of a literature search and extensive interviews with expert
managers in construction industry international joint ventures with Saudi
partners, five hypotheses on the effect of culture on degree of success and the
possibility a quantitative model to determine degree of success were
formulated.
The research methodology involved the extensive collaboration of
experienced managers in many of Britain's biggest firms in the construction
industry with past or present involvement in joint-venture projects
internationally and specifically between Saudi and British companies.
A number of questionnaires were used to obtain data and a model for
examining the degree of success of joint ventures in the construction industry
involving the three styles mentioned earlier was finally developed.
The model involves three different levels, trust structure, culture and
decision making. Overall at the first level there needs to be right levels of trust
etc., even to start the business successfully. On the second level there should
be the right balance of culture, and at third level the most effective team
should have the right mix of decision making styles. Each company was
examined for its degree of success at each level.
Xxijj
Two sets of figures were obtained from various companies-actual
perception for each company and perception of ideal for each company. The
next step was to find the difference between the actual and the ideal mean,
the actual and the ideal of each company, the ideal of each company and the
ideal mean respectively (3-approaches). Thus for each company the degree of
success in each style can be observed for possible use in training or selection.
Although actual success can be viewed for instance from the financial
side, i.e. in terms of profitability, or in terms of market conditions,
appropriate structure of organisation, the degree of success or failure in this
research is viewed as the match between ideal and actual situations in the
cultural elements of the model as perceived by the respondents.
The first two levels were found to be crucial to the start-up and
continuation of the business respectively (effectiveness), the third level is
important but not always crucial and thus is concerned with efficiency rather
than effectiveness.
When the combined results of the three approaches are examined
qualitatively it can be seen that only five companies achieved overall success
and this could be viewed as bare success; for the other 10 companies overall
lack of success in terms of the approaches overall is indicated. This general
view matches quite dosely the separate overall results for each approach,
quantitative and qualitative, and each level qualitative. There were no
indications of a high degree of success overall for any company. The need for
systematic selection and training is thus indicated by these results.
Future research might investigate the use of this model in
psychometric testing as a basis for such selection and/or management
training in the industry to prepare for joint venture work internationally. It
might also find use in other industries for international work.
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CHAPTER ONE
INTRODUCTION
CHAPTER ONE
INTRODUCFION
1.1	 Introduction
This chapter presents the hypotheses that have been derived from the
literature review and from extensive interviews with experts in the
construction industry. It describes the importance of the research, the
research objectives and the layout of the thesis.
1.2	 Importance of the study
This thesis concerns the construction industry in the United Kingdom and
the multinational aspect of this industry, in particular regarding joint
venture work with firms in Saudi Arabia.
Because construction projects are extremely large and costly it is necessary
for companies to consider the limitation of risk, especially in foreign
countries where the problems and risks are greatly increased, and where
there are many unknown factors. Because of the size and complexity of
construction projects and the enormous risks in finance and other areas,
firms seek to limit such risks by the formation of joint venture
partnerships. Thus the joint venture between the home and host country
may be the only practical means of working in that country. It appeared
from interviews by the researcher with many British construction
companies that there are various reasons why the selection of a joint
venture partner can minimise risk. They can:
(i) assist market entry with greater competitiveness
(ii) provide advice on political methods
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(iii) give advice on cultural matters
(iv) give advice on laws, codes, standards, ... etc.
(v) give advice on local suppliers
(vi) provide contacts with the right people in the other country
1.3	 Definition of international joint ventures
A general definition of an overseas joint venture is found in Hodgetts and
Luthans' International Management (1), in a section describing types of
international business. It is, they state "an agreement in which two or
more partners own and control an overseas business. This business is
typically located in the home country of one of the partners". The least
common form is said to be the non-equity venture where one group
simply provides a service for the other. Examples are given including" an
engineering or construction firm that contracts to design or build a dam or
series of apartment complexes in an undeveloped area of a partner's
country". The more common arrangement is the equity joint venture
with investment by both partners. The amount of funding, technological
and managerial expertise contributed by each determine the amount of
control each exercises. This matter of control can cause problems. The
prime benefit of the joint venture is said to be the sharing of investments
and risks - "For example a firm that has little cash but a great deal of
international experience can team up with a firm that has cash but lacks
such experience."
If the various problems of marketing and mutual agreement can be
overcome the venture stands a good chance of success. There are of course
many definitions, but the above seems both quite comprehensive and
pertinent to the construction industry.
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1.4	 Growth of the British companies in Saudi Arabia
One of the most important changes in the UK construction industry in the
1980's was the considerable growth of joint-venture contracts
internationally with Saudi Arabia. Table 4.8 shows that the number of
construction companies engaged in joint venture projects in Saudi Arabia
before 1980 was 13, during the 1988's 23, and so far in the 1990's 14 (in 1993)
which means that the growth is continuing. This large growth is due to
the economic recession all over the world except in Saudi Arabia. In order
to take full advantage of this growth, which is based on economic
conditions, there is also a need to overcome the difficulties in
understanding the cultural differences and different problem solving
styles between the two countries.
1.5	 Major problems in success and failure of the British firms
with Saudi partners
From the start of this research the writer found that British firms
interviewed perceived management on the British side of the joint
venture as a key problem. Indeed he was told by three major construction
firms (Brown & Root, Bovis, John Brown International) that they had to
bring in American managers because their British counterparts lacked
cultural sensitivity in trying to apply British management styles without
appropriate modification to working abroad. This example shows one of
the major problems in success and failure of the British firms doing joint
venture business in Saudi Arabia, appreciation of culture and
management style.
3
1.6	 Position of the respondent managers and the importance of
cross-cultural factors.
In Chapter 6, Table 6-10 it is shown that the managers responding to the
Questionnaire and interviews were 100% agreed on the importance of cross-
cultural factors. It should be noted that these respondents were 94% senior
managers with great experience in international joint venture work in the
construction industry, which increases the validity of their views and support
(see Tables 6.4 and 6.5). The managers referred to here were those in the 15
companies who co-operated throughout this research.
1.7	 Need for flexible top management in selection in relation to
the success of the joint venture
The increased use of joint-venture management groups internationally in
recent years is very important to the construction industry as their
performance is now critical to project success. Indeed all other control actions
have little effect once a totally unsuitable joint-venture management group
has been appointed. The success or failure of joint ventures thus seems to
depend on management group behaviour in the joint venture. This is
apparent from many of the literature sources which refer to joint venture
organisation (see Chapter 2).
No matter how efficient a company is in their work, a poor selection of the
top management team in the joint-venture will increase the uncertainty and
risks for the success of the joint venture.
The rapidly changing environment of the construction industry needs
flexible managers. When it comes to international contracts the situation
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needs even more attention in choosing the right manager who has
experience in international management and understands other cultural
styles and associated different problem solving styles. Top management
internationally should have the ability to make good decisions in the
difficult situations of international business, and the ability to learn
different management styles.
The selection of suitable top management for joint ventures
internationally, therefore, is vital for successful execution of construction
projects. The current practice of top management team selection for such
work is more of an art than a science. The process consists of a wide range
of criteria for which information is both qualitative and subjective, and
sometimes based solely on financial gains. The task is typically performed
in an unstructured, intuitive manner with considerable reliance on the
experience or the judgement of the owner of the company and other
senior staff.
Many of the companies interviewed did not regard selection as a process
which could be viewed quantitatively, but expressed opinions and
judgements such as 'good manager', 'excellent performance', ... etc. There
is the need to develop a more formalised and structured approach to this
process. The success of this exercise depends on being able to match the
top management requirements for the joint-venture with the right team.
These factors affecting the international joint venture are reflected in the
attitude of the top and senior management and this will in turn reflect on
the success or failure of the joint venture.
There is a need, which this thesis is concerned with addressing, for more
quantitative measurement.
5
Given the strategic importance of a top management team in a joint-
venture internationally, there is a need to develop a system that will
discover the personal characteristics and skills of the international
manager besides his overall management skills and experience which can
be used to assist the owner of the company in selecting the most
appropriate managers for such international work, and to minimise the
risks that are involved in the traditional methods of selection. By
adopting this method the probability of business success internationally
will be increased.
In practice, the top and senior managers of the international joint-venture
already in the firm could be responsible for preparing a suitable selection
process based on their experience or relying on some expertise and
psychometric tests which can be used for effective decisions in the
selection of new managers.
This would, however, need to be followed up by appropriate training for
management in the international joint venture, a topic dealt with in
further detail in Chapter 9.
1.8	 Need for the model
The models developed in this thesis will reveal the need for such careful
selection and training to achieve optimum results. The model process can
be applied to determine the degree of success of the management team for
specific international joint venture projects in the construction industry
in relation to their management trust structure, culture, and decision
making, and to predict the possibility of success for future projects in any
sector, in relation to these cultural factors.
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1.9	 Cultural styles and organisational culture
The term cultural style will occur from time to time in discussion
throughout the thesis. Definition of style is the way in which, in our case,
managers perform. Cultural style is how this performance is affected by
the societal culture in which the manager has been brought up, educated
and socialised. There is of course a need for training to modify styles when
different societies are working together in such areas as industrial joint
ventures.
According to Hodgetts and Luthans (2) "organisational cultures is the
bringing together of the different norms, values, philosophies, needs and
climate which emphasise work." The combined Cultural styles in the
management team of the international joint venture will form a new
organisational culture, different from the organisational cultures of the
partner firms. The aim of this research in examining the degree of success
in cultural factors is to see how likely it is that a successful new
organisational culture might be formed.
1.10	 Detailed research questions and hypotheses
From a survey of the literature and from interviews with construction
industry managers highly experienced in joint venture work, who gave
their real life views to the researcher, the following research questions and
hypotheses were formed. It was felt by the managers interviewed that it
would useful to investigate the possibility of using a quantitative approach
to management team selection, as they currently only used qualitative
judgement. This viewpoint is reflected throughout the hypotheses.
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The following are detailed questions and hypotheses, which are to be
examined and proved or disproved in later chapters.
Q.1: Do cultural factors affect the degree of success of international joint
ventures between UK. and Saudi Arabia?
H.1: Cultural factors are a major problem in UK. and Saudi Arabian
joint-ventures affecting their degree of success.
Q.2: What form do these factors take?
H.2: The main factors affecting the success in cultural aspects of Saudi
and British international joint ventures in the construction
industry are:
Trust
Culture
Decision Making
Q.3: Is there a need for a model to determine the degree of success in
cultural factors and can these factors be formed into a model?
H.3: There is a need for a model to determine the degree of success in
cultural factors and these factors can be formed into a model with
the three aspects trust, culture and decision making, forming 3 sub-
models.
Q.4: Can this model be quantified to determine degree of success in
cultural aspects ?
H.4: The model can he quantified using perceptions of ideal and actual
situations, and the Euclidean difference between them to determine
degree of success in cultural aspects.
8
Q.5: Can the relative importance of the three sub-models be established
so that they can be regarded as 3 levels, and can the concept of the 3
levels be used in combining the results of the three sub-models to
give an overall qualitative view?
H.5: The three sub-models can be seen in three levels of different
importance and this concept of the three levels can be used in
combining the three sub-models to give an overall qualitative view
of the degree of success in cultural factors.
1.11	 Objectives of the research
The main objectives of the study were as follows:
i) To identify from a literature search the major factors in the
international joint ventures influencing success or failure
ii) To elicit the perceptions of a number of senior joint venture
managers in the construction industry as to the ideal and actual
situations in their companies in relation to cultural factors.
iii) To construct a model containing the above factors and, using the
data obtained from the respondent managers, to discover the degree
of success in different cultural aspects and various elements of these
aspects, based on ideal and actual perceptions.
iv) To combine various aspects and a number of approaches to discover
the overall degree of success (i.e. match between ideal and actual).
v) To consider the usefulness of the model as a basis for future
selection and training purposes.
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1.12	 Brief statement about methodology
Because this area of research has not been applied hitherto to the
construction industry, the writer first had an extensive series of meetings
with individuals and groups concerned with the construction industry
and specifically with projects in Arab countries, including Saudi Arabia, to
develop a sampling method for data collection these were:
(i) A pilot study involving a prelininary Questionnaire and interviews
to formulate the main and detailed hypotheses from 'real life'.
(ii) A first Questionnaire examining a range of factors concerning the
degree of success of the international joint ventures in general.
(iii) A second Questionnaire (comprehensive case study) which not only
led to questions on the specific project in the joint venture but
sought to identify important aspects of the management team in
joint ventures success, in particular in relation to cultural factors.
(iv) The creation of a model based on the hypotheses to test the data
collected from the respondent experts in order to prove or disprove
parts of the hypotheses.
1.12.1	 Pilot study
Questionnaires 1 and 2 were both presented to expert managers in the
construction industry and research workers in the Civil Engineering
Department at Loughborough University in pilot studies and modified on
the basis of these studies, in the progress towards the final model.
In the begining, various alternative hypotheses for possible study were
considered (see 3.3), relating to differences in British and Saudi
management style, organisational change required in international joint
ventures, and main factors of success and failure in doing business with a
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Saudi partner. This led to various models in relation to international joint
venture performance and also to the concept of trust structure, which was
put to the experts interviewed for their comment and modification. The
above work led to a detailed approach to contingency models and
management styles of international joint venture projects and to a pilot
study of all three sub-models to obtain the confirmation of their suitability
by the expert respondents.
1.12.1.1	 Sample selection to maximise completeness of sample
The completeness of the sample was checked at different points:
1) Official Department of Trade Industry (D.T.I.) list.
2) D.T.I. list confirmed by Export Credit Guarantee Department
(E.C.G.D.) list.
3) Information from Glasgow Conference in Arab Business.
4) Further information from the early Questionnaire.
These four sources gave the researcher a check of the completeness of the
sample size for the study of UK. construction industry international joint
ventures in Saudi Arabia, for the purposes of this research.
1.12.2	 First Questionnaire
1.12.2.1	 Sampling for Questionnaire 1
A total of 31 Questionnaires were sent out, of which 27 returns were
usable, the rest being incomplete. Thus there was an 87% return rate.
1.12.2.2	 Content of first Questionnaire
The first Questionnaire was in four parts.
The first part concerned the company in general in relation to the joint
venture, its conibination (e.g. contractor with contractor; contractor with
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trader ... etc.) with the joint venture partner, the number of projects
completed, in the long and short term, and the type of project, in the last
ten years.
The second part related to the joint venture policy regarding selection of
partner, the financial advantages of a joint venture partnership in Saudi
Arabia, and the range of reasons why a joint venture was undertaken,
technology, market factors, risk, ... etc. This part also included the equity
share in the joint venture.
The third part concerned the joint venture determinants such as
managerial, cultural and legal.
Finally, decision making factors were examined, relating to profit,
financial standing, market experience, ... etc.
Also the level of importance of elements of success was found.
1.12.3	 Second Questionnaire (comprehensive case study)
1.12.3.1	 Sampling for Questionnaire 2
On the basis of the first Questionnaire results, it was decided to approach
all 27 companies for further interview, but this proved difficult as many
were unwilling to be interviewed. Eventually 20 companies were
interviewed, with 15 being usable, a return rate of 75%. Five of the
Questionnaires were incomplete because of the sensitive nature of the
information.
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1.12.3.2	 Content of second Questionnaire
The second Questionnaire was the basis for wide-ranging case studies to
determine the success and failure of joint venture partnerships and
projects.
In the first section on joint venture background, the company type and
structure were examined. This was followed by questions on partner
selection in Saudi Arabia, management team behaviour in the joint
venture, projects completed by the company in the Saudi market, its
specialisation in this market, project size, and the percentage of liability
and profit. An examination was also made of joint venture structure or
schemes in respect of responsibility for the work, and the numbers of
projects completed under different schemes.
The second section concerned general information about the specific
projects. It looked at project classification and type, decision support
system for the joint venture project and the structure (scheme) used for
this project. Financial information on the project was also sought.
Information was collected relating to the decision support system for
selecting the management team in relation to the project.
The third section related to the management team on specific projects.
Management team structure (nationality and level), four trust styles,
cultural styles, and decision making styles were all examined. On the
results of these last sections the three sub-models were built, to test the
degree of success of the various companies examined.
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1.12.4	 The creation of the model
Many interviews with experts in the construction industry, often with more
than 20 years international joint venture experience, revealed a need for a
model to determine degree of success in cultural factors. Thus based on the
hypotheses, the research was directed towards the production of a dynamic
model to discover the degree of success in these cultural factors.
In the creation of the model a very large range of previous research was
reviewed, as discussed in Chapter 2 and many interviews conducted with
construction industry experts at every stage. The most important research
areas arising from the literature review were again focused upon in Chapter
5. The elements of the second and third sub models arising from the earlier
research were checked and supported by construction industry experts, who
provided the trust structure elements of the first sub-model. Thus the overall
structure of the model was created. Various responses tabulated in Chapters
4,6 and 7 (see section 3.7.1.4 Model Building) give support to the building of
the final model and its support for the hypotheses in Chapter 8.
The results were based on data collected from the expert respondents and
used by way of a computer program to compare perceptions of ideal and
actual situations in international joint venture management teams, to quantify
a degree of success in the cross-cultural elements of the model (trust
structure, cultural style, decision making), and thus to test the hypotheses of
the theses, to prove or disprove the latter.
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1.13	 Layout of the thesis
The remainder of this thesis is divided into eight other chapters.
Chapter two is a literature review of writings on joint ventures, joint
ventures across cultures, management team styles in general, and in the
cross cultural context, management team decision making, and team
success. From literature review as well as from interviews with expert
managers, the hypotheses set out on pages 6-8 were formulated, and later
the model of the thesis with its three sub-models was set up. Chapter 2
supports hypotheses 1 and 2 on the effect of cultural factors and what their
factors are.
Chapter three discusses the conceptual framework and research
methodology describing the (i) pilot study, (ii) first Questionnaire, (iii)
second Questionnaire (case studies) and (iv) the creation of the model.
Chapter 3 also shows how the various stages of the methodology, and the
results in the related chapters confirm the hypotheses.
Chapter four describes a survey, by the way of the first Questionnaire, of 31
British construction companies which examined the extent of joint
venture work in Saudi Arabia, types of joint venture and their experience,
joint venture policy, joint venture determinants and decision making. An
analysis is presented of the company survey described above, from which
it was considered that a quantitative approach would be useful, to achieve
efficient decision making, effective cultural balance and trust. It is
important to note the results in Table 4.15 showing the importance of
culture and managerial factors for selection in the international joint
ventures in Saudi Arabia Table 4.16 which ranks different values and
attitude as highly important and Table 4.17 in which top management,
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cultural elements and decision making process for international joint
venture success are ranked very highly. This indicates the importance of
such factors for a deeper case study to investigate cultural factors and to
build a model to determine the degree of international joint venture
management teams in cultural aspects in specific projects. Chapter 4
confirms hypotheses I and 2 on the effect of cultural features on the degree
of success of international joint ventures, in relation to selection,
difficulties and elements of joint venture success, and the importance of
aspects (culture and decision making). It also confirms H3 in that the
companies did not have a method for risk analysis and used written
policies rather than computer programs for joint venture selection thus
showing the need for a model and a related computer program (see p.19 in
relation to Chapter 8).
Chapter five is based on the literature review (Chapter 2) and discusses
success and failure of joint ventures across cultures in connection with the
work of various researchers (Waters and Troman, Tayeb and Child,
Hofstede, Pryce, and Lansley) who have variously examined aspects of the
topic such as cross cultural difficulties, company structure, cultural styles,
decision making styles and organisational effectiveness in the
construction industry. Various elements and features of the research and
models in the literature were seen to be of relevance to the possible model
to be developed for this thesis. The second and third sub-models of the
thesis were based on the specific literature that related to the elements of
these sub models. These were checked and confirmed by the experts, who
added the important first sub-model of trust structure. The elements of
these three sub-models were taken back to the expert managers for their
further confirmation and verification and weighting in relation to the
international joint venture. This chapter looks back to the literature basis
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of the hypotheses and the model and forward to the detailed quantitative
work in Chapter 8. The chapter confirms H3 on the need for a model and
the possibility of 3 sub-models for that model. It proposes a preliminary
model.
Chapter 5 also confirms part of H5 concerning the time levels of the model
and their relative importance.
Chapter six is based on the first part of the second Questionnaire. It
presents 15 case studies of success and failure in joint ventures. The
success or failure is related to company type and structure, selection of
partner, project specialisation, joint venture structure, projects related to
each structure, and management team behaviour in the joint venture.
At this stage the general features of the three sub-models became apparent
in relation to the real life construction industry, through the
Questionnaire and interview approach.
In particular Table 6.10 shows how the expert respondents are 100% in
agreement on cross-cultural factors as being important in the success of the
international joint venture. Table 6.13 shows that mutual trust is very
highly rated by the respondents, which confirms the trust structure sub-
model as a vital part of the whole model. Flexibility and autonomy also
received quite high ratings, which confirm the importance of these
elements for the first sub-model. This chapter also confirms Hi and H2, in
particular giving the responses of export managers in international joint
venture work on the importance of cultural factors in international joint
venture success.
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The chapter also confirms H3 in respect of the first and second sub-models.
Chapter seven is based on the second and third parts of the Second
Questionnaire. It presents information about specific projects in joint ventures
and the importance of different factors ,including decision support systems
for these projects, structure of the joint venture in these particular projects,
financial information, and decision support systems for the management
team selection in relation to these projects. An analysis of the information in
relation to these specific projects is made, and the situation observed at all
three levels, on the basis of which it was decided to set up the detailed model
presented in Chapter 8. A preliminary approach was made to quantifying
perceptions of the factors.
It can be seen from the results in Tables 7.8, 7.9, and 7.10 that there are
differences, in the three sub-models, between ideal perceptions and actual
situations. These differences in all three sub-models given in this chapter,
together with the importance given to various elements of the model ranked
in Table 7.6 (The decision support system for management selection), gives
support for building a more detailed model (see Chapter 8). This chapter
again confirms H3 especially emphasising the importance of the Trust
Structure sub-model, and also stressing the importance of cultural
knowledge. This chapter introduced the quantitative approach to the model
H4 in that it gives overall differences in perception of ideal and actual
situations in cultural factors in international joint ventures.
Chapter eight takes the third part of the second Questionnaire into much
greater depth. It is a description of a conceptual model in relation to the
management team success and failure. It contains detailed calculations at
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three levels, trust structure, cultural styles and decision making styles.
Three approaches using ideal and actual perceptions and their closeness of
match are examined. These are then combined to discover overall success
or failure (match between ideal and actual, ... etc.) of each company. The
chapter also makes general comments and conclusions about the success
and failure (as defined above) of the individual companies, based on the
comparative evaluation. The chapter also outlines the way in which the
development of the model and its results support hypotheses 4 and 5.
Results in Chapters two, four, five, six and seven all lead to and support
the detailed model in this chapter. Interviews conducted throughout the
research likewise support the need for and development of this detailed
model.
As there were two groups of respondents (contractors and others), it was
first necessary to check their perceptions to see if it was appropriate to
combine the groups or treat them as two separate groups. About half of the
15 companies were contractors and half other types of companies. It was
decided to treat all the companies as one group because it was found that
the differences between the mean scores of contractors and those of the
others were less than the standard deviation.
Having established that the companies would be viewed as one group, two
sets of figures were set out, actual and ideal perceptions, on each of the
elements of the three sub-models. Then the Euclidean difference, using
three approaches, (a) between mean ideal and company actual, (b)
company actual and company ideal, and (c) mean ideal and company ideal,
was determined for each element.
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The degree of success as perceived by the expert respondents is defined as
the match between the ideal and actual, ... etc. The figures were
manipulated to give a range of 0-10, and the degrees of success were related
to these as follows:
Table 1.1 Example to show the degree of success and the range
from 0 to 10
Degree of Success	 Statement	 Range
H.S.	 Very close	 0-2.5
M.S.	 Close	 2.5 -5
B.S.	 Far apart	 5 -7.5
Fail	 Very far apart	 7.5-10
The computer used for the calculations and the analyses of degree of
success in the construction industry joint venture projects was the
Hewlett-Packard machine at the Computer Centre at Loughborough
University of Technology and the Language used for this program was
FORTRAN (see Appendix H Computer Programme for Model
Calculation).
Three ways of mathematical modelling were used: calculations based on
the sum of the absolute values of the differences; the sum of the squares of
the differences; and the square root of the sum of the squares of the
differences. The last of these was chosen after an examination of the book
Theory and Application of Numerical Analysis by G. Philips and P. Taylor.
Because of the large number of calculations involved in the three
approaches and three levels, the computer program was needed to
facilitate the work. Chapter 8 confirms H4 which is concerned with the
quantitative analysis of the model and its use of the Euclidean difference,
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to determine degree of success in cultural factors. It also confirms part of
H5 , in that the concept of levels supported in Chapter 5 and elsewhere, is
used to give an overall qualitative view of the degree of success for
individual companies and for each approach.
Chapter nine summarises the main findings of this research. It illustrates
how the results confirm the hypotheses set out in Chapter 1 (see Table 9.1
for all the hypotheses in relation to each chapter). It also makes
recommendations for future research in this area, particularly in the area
of selection and training for international joint venture management
teams.
1.14	 Findings of the research
As will be discussed in Chapter 9, success or failure of the joint venture
depends to a very great extent upon the management team of the joint
venture.
A model was developed to test the degree of success of the joint venture
projects in respect of cultural factors as perceived by expert management
team leaders with reference to their management teams in specific
projects. This degree of success means the match between the perceived
ideal situation and the perceived actual situation in the project
management team. Three approaches were used. In addition to ideal
mean against company actual and company ideal against company actual,
there was an examination of company ideal against ideal mean.
For all the sub-models it was possible to present quantitative calculations
of degrees of success, although at the final whole model stage the
statements were qualitative because it was not possible to obtain
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quantitative figures by combining the three diverse sub-models. Thus
there were three quantitative lists for each approach (by each company)
leading to summary Tables (8.19, 8.23, and 8.27) with a qualitative view in
their final columns and these were combined into an overall qualitative
view for each company ( see Table 8.28, Chapter 8). As a result of the
analysis it was demonstrated that:
Five out of the fifteen cases studied demonstrated some degree of success
in the international joint venture, measured in terms of the match
between ideal and actual situation, in the perception of the expert project
co-ordinators interviewed.
Referring to three levels of the model, success would be attributed to some
success in at least the first two levels as being crucial to the start up and the
continuance of the international joint venture business respectively.
Ten out of the fifteen cases studied demonstrate failure in the
international joint venture in terms of the match between ideal and actual
situations. Rules for establishing the final qualitative results are given in
Chapter 8 (see 8.16.2.1 and 8.16.2.2).
Thus the degree of success in relation to the cultural aspect of the
international joint venture project management depends on success at all
these levels of the model, but to avoid overall failure, success is necessary
in the first two levels.
This leads to the overall conclusion that, in terms of the match between
perceptions of ideal /actual, ... etc. described above, on the culture side of
the international joint venture management team approach, there is little
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success and that there is a problem in the real life situation of U.K./Saudi
international joint ventures. This needs special attention, and has
important implications for selection and training of management team
members.
Chapter 9 summarises the way in which each chapter contributes to the
confirmation of the hypotheses. How each chapter relates to particular
hypotheses is laid out in Table 9.2 (see also section 3.6).
A summary of results is shown at the end of every chapter, and these
results are related to specific hypotheses, showing how they confirm these
hypotheses in Chapter 9 (see Table 9.2 in relation to support for the
Hypotheses by each chapter) and the conclusion in relation to the other
results is also mentioned and pointed out as cross referred.
The results of the tests on these models indicate that the models could be
used for future selection of management teams or for training prospective
managers for specific companies in cross-cultural aspects. Psychometric
testing would be used as the basis of such selection and training.
To ensure success in the international joint venture in terms of the
cultural aspect it is necessary to:
1) Diagnose management team members or prospective members by
psychometric testing based on the model built in this thesis.
2) Based on defects discovered, provide training in the appropriate
aspect(s) to the level of success required by the company, or use the
diagnosis in selecting suitable team members. Adoption of this
model and psychometric testing based on it by British/Saudi
23
international joint venture companies in the construction industry
would greatly enhance the degree of success in cultural aspects and
have a marked effect on the overall success of the international
joint venture.
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CHAPTER TWO
JOINT-VENTURE MANAGERS ACROSS CULTURE
CHAPTER TWO
JOINT-VENTURE MANAGERS ACROSS CULTURE:
A LITERATURE REVIEW
2.1	 Introduction
The construction industry has long been known for its use of
international managers to accomplish large complex tasks for
International projects. Today, the size and complexity of a construction
project can be immense as evidenced by the multinational consortium of
companies which constructed the channel tunnel. Under such
circumstances, companies must be able to form a group of reliable senior
managers. In connection with the theme of this study - joint ventures in
the construction industry and their management - this chapter provides a
general background to joint-venture work internationally and associated
problems. It contains many topics related to joint venture management
and points towards the hypotheses and to the model in the thesis. The
literature will thus show the importance of cultural factors in
international joint ventures and the possibility of using factors from
previous research (especially Lansley and Hofstede) as a basic for
developing models of degrees of success in respect of cultural factors. The
detailed hypotheses and their relation to the model can be seen in Chapter
1.
2.2	 Managerial leadership across cultures
The growth of international business has created a need for international
management. Managers from all countries will be doing more business
on an international basis than ever before. Table (2.1) illustrates the
profile of the international experience of top executives from around the
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world. In the past, most executives attempted to manage internationally
by making a small change in their existing style. It became obvious that
this approach was not sufficient. Successful global managers recognised
that there are significant differences between various regions of the world
and that, to manage successfully, they needed to understand the cultures
involved. These managers knew that to manage they had to "think
internationally" and manage across borders effectively, and this is what
successful multinational firms have understood for years. (1)
Table 2.1
	 International experience profiles of 433 chief executives
from around the world
Their Characteristics 	 ________	 Chief Executives from ____________
Internationally
USA	 Europe	 Japan	 Pacific Rim
	
%	 %	 %	 %
No foreign experience	 14	 3.1	 1.1	 2.6
Travel abroad only once or twice a	 23	 1	 15	 18year_________ ____________ __________ ____________
Travel abroad more than twice a
	 56	 80	 78	 75year________ ____________ __________ ____________
Studied abroad	 16	 28	 13	 54
Worked abroad	 32	 47	 19	 46
Managed a business abroad for
	 16	 37	 5.3	 21
currentcompany	 ________ ____________ __________ ____________
Firm has foreign directors
	 21	 34	 3.1	 41
Source:	 Adapted from George Anders, "Going Global: Vision Vs. Reality, "The
Wall Street Journal, Sept. 22, 1989, p. R21.
Because of globalization, leadership will take on added significance. As
leadership expert Warren Bennis recently noted, "Given the nature and
constancy of change and the transnational challenges facing American
business leadership, the key to making the right choices will come from
understanding and embodying the leadership qualities necessary to
26
succeed in the volatile and mercurial global economy." (2) In the context
of organisational behaviour, leadership is mainly concerned with
managerial style. The way in which this process is successfully applied,
however, will vary across cultures. What is appropriate and effective
managerial leadership in one country may not be in another. There are a
number of possible contributing factors to the differences in effective
management across cultures. Some of the more important, and those
which have been researched, include personal values, risk preference, the
manager's background, interpersonal skills, and decision making.
2.3 Unique characteristics of international joint venture projects
The growth of international joint venture projects in Saudi Arabia has
created a need for international managers, and many companies have
been invited from outside to be involved with the local companies in
joint ventures to minimise the risk, as most joint venture projects are
very big and need a range of expertise. A management team's technical
skill is not enough in international joint venture projects; it is very
important to test and if necessary develop their styles culturally and
regarding decision making for the success of a joint venture.
2.4	 Joint ventures
The literature on the reasons behind the formation of joint ventures, the
selection of partners, their management and successful outcome is
various, ranging from very general articles and discussions which
mention the joint venture in the context of overall international business,
to very specific articles which concern not only joint ventures
internationally but those in Saudi Arabia and even in the construction
industry context. These all bear some relation to this thesis.
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2.4.1	 Strategies and management for joint venture success
One approach to joint venture formation and activity, but which also
gives some attention to joint ventures formed with overseas companies is
in the book by J
.
 P. Killing (3) 'Strategies for Joint Venture Success', which
discusses such topics as who are using Joint Ventures, why they use them,
and why they are difficult to manage. He states that joint venture
problems tend to be internal rather than external. Having more than one
parent means, "These parents, unlike the shareholders of a widely held
public corporation, are visible and powerful and can and will disagree on
just about anything: how fast the joint venture should grow, which
products and markets it should encompass, how it should be organised
and perhaps even what constitutes good or bad management. Should the
venture be managed for short-term gain or long term market-share
creation?"
In answering the question, what kind of partner is needed, first they need
to have skills and/or attributes you need to make a success of the business.
Characteristics such as reasonableness, honesty and trustworthiness are
usually discovered well after the choice of partner, and it is recommended
that firms get know their prospective partners by allowing time before the
agreement is signed, or choose partners whom they know well from
previous dealings.
The role of the parents in the management of the joint venture is
discussed. In the case where both parents have relevant inputs and skills
to contribute it is advised to give the general manager as much autonomy
as possible, but he needs to be experienced in joint venture management.
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Killing cites a paper by Beamish and Lane (4) examining 34 ventures,
involving Canadian and developing country partners, 61% of which were
considered to have unsatisfactory performance. Those writers cited found
no clear relationship between success and failure and variables previously
found important in developed countries. They concluded that a different
set of factors must be important for success of joint ventures in developing
countries.
A final comment by Killing is given thus: "Shared management ventures
are necessary when neither parent has all of the skills and knowledge
required to manage the venture alone. This, I suspect, is often the case in
developing country ventures. The foreign firm would not have sufficient
knowledge to operate in the local environment, whereas the local firm
cannot manage the technology on its own ". Though not entirely positive
on the international joint venture side, there is the implication that
additional factors (cultural) may apply to such cross-national ventures.
2.4.2	 Britain and the multinationals in the joint venture
Some pertinent remarks including joint ventures and international
management are to be found in the book "Britain and the Multinationals"
by Stopford and Turner (5) which examines the impact of foreign MNC's
and the effect of British MNC's on the British economy, although
references to firms are usually concerned with large MNC's. It is stated
that of all British outward investments about 20% are JOINT VENTURE's,
fairly balanced between majority and minority positions.
A comment made in the section on British responses to global
competition is as follows: "The successful companies are led by men who
understand global competition in detail, who have invested heavily in
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information systems, and who personally value the power of technology.
They have built teams of managers who share these values."
As far as adaptation to global strategy is concerned the remarks are again
quite broad but the following may be of general relevance: "The modern
manager needs to think of developing the whole organisation: structure,
values, communication, rewards, and all the other factors that together
make up the environment in which action is taken. To make effective
changes towards a global way of doing business can take years and a great
deal of investment in training. No one can be under any illusion that
results can be achieved instantly". Of particular relevance in the above is
the reference to communication and values, both key factors in the success
of the joint venture management team.
2.4.3	 Joint ventures across culture and specific determinants of
their success or failure
M. A. J
.
 Chowdhury (6) focuses, in his Ph. D. study, international joint
ventures and specific determinants of their success or failure. In his
review of previous work he outlines major determinants as presented in
the literature and comments on the contributions and limitations of this
literature. Sources of conflicts and problems as discussed in the literature
and determinants of success and failure in empirical studies are tabulated
and referenced. Among the headings pertinent to this thesis are those of
culture, managerial differences, trust, ... etc.
Chowdhury applied factor analysis technique to a number of success
factors and this rendered eight theoretically meaningful dimensions. For
failure values seven interpretable factors emerged. A number of factors of
possible relevance to the present study are listed below:
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2.4.3.1	 Chowdhury's success factors
(1) International integration and coordination within the MNC system.
(2) Complementarity between contributions of partners.
(3) Climate of exchange characterising the JV relationship.
(4) Control structure and relationships.
2.4.3.2	 Chowdhury's failure factors
(1) Lack of complementarity between contributions of partners.
(2) International integration and coordination within the MNC system.
Although no specific mention of management styles is made in the above
lists, much of the success and failure in these factors is probably due to
management team capacity.
2.4.4	 Joint ventures in the Kingdom of Saudi Arabia
Specific to the other country examined in this thesis, is a very detailed
description and analysis of joint ventures in Saudi Arabia given in a book
of that title by J
.
 Walmsley (7).
There are sections on the setting up and progress of joint ventures, joint
venture partners, feasibility study, finance, taxation, legal aspects, ... etc.
Under the heading 'Joint Venture Partners', there is discussion on
advantages, difficulties and failure of joint ventures. Among the reasons
cited for the latter are: Lack of adequate pre-planning; lack of attention and
flexibility; lack of policy agreement. From his Handbook of International
Joint Ventures, Walmsley sets out a table of criteria to judge a partner's
effectiveness, and from the same source possible allocations of duties
between partners are tabulated.
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Other topics discussed are identification of partners, their commitment
and contribution, maintaining relationships, and negotiating. A section
on running the joint venture is included with some comment on
management style. Commitment, contribution, relationships and
flexibility are all key ideas for application to the U.K./Saudi joint venture
in the construction industry.
2.4.5	 Joint ventures in the Kingdom of Saudi Arabia in the
construction industry
Two further publications relating specifically to joint ventures in Saudi
Arabia are those by I.E. Symonds and partners and Symonds-Tramor, in
collaboration with the British and Saudi Arabian Design Group, (8), and a
document by the DTI (October 1987) (9). The first of these includes lists of
reasons for the encouragement of joint ventures by the Saudi
government, the responsibilities of Saudi and non-Saudi partners
respectively and the advantages to foreign firms entering joint ventures.
The second document discusses the benefits which can be obtained from
joint ventures in Saudi Arabia including tax concessions, preference for
local companies in areas such as government procurement, financial
incentives such as long-term interest-free loans and covering the cost of
training Saudi employees. Sources of advice in looking for a Saudi
partner are suggested, the method of obtaining a licence, and what the
United Kingdom company's contribution will be. For instance, Saudi
companies look for access to established economic and technical
management, staff development, updating of technology being
transferred, and provision of training, as well as the British company
taking a financial stake in the enterprise.
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2.4.6	 Joint ventures in developing Countries in the
construction industry
Again specific to the theme of this thesis is the article by John Andrews
(10) 'Construction project management in joint ventures in developing
countries'. Andrews notes the increasing use of joint ventures as
developing countries wish to control more of the work themselves.
The increase in size of construction projects and their complexity,
requiring very large investment in plant and equipment, capital, specialist
technical skills and managerial expertise and experience, are reasons why
joint ventures in the construction industry are becoming more numerous.
Also the uncertain and rapidly varying environment in which such
projects take place, and their increasing duration, lead firms to consider
the sharing of risks by way of joint ventures.
When projects are to be carried out in other countries, risks are
multiplied, not least by cultural divisions or government polices designed
to protect national interests. The policy of the host government may
restrict the operation of the independent expatriate firm, the host country
may need the foreign firm's managerial and technical skills, the expatriate
firm may benefit from or indeed be dependent on the host country firm's
local knowledge, of politics, culture or the economy.
Andrews lists key issues for attention when considering joint ventures
with overseas partners, bringing out such points as the difference in
structure of JOINT VENTURE companies, requiring a higher level of
management, fully representative joint direction, but delegated individual
management of project, careful co-ordination of communication between
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parties, balance and mutual acceptability of directors of the venture and
managers of the project, recognition of the fact that organisational and
management difficulties will increase in relation to cultural and other
differences between the parties.
2.5	 General Theories of leadership and management
There are abundant general studies on organisational behaviour, an
important part of which concerns leadership styles and their outcomes.
Leadership styles have been identified as an important factor in the
international joint venture. It may be useful to have an overview of such
styles in general as a background to this research on the management
styles encountered in the international joint venture and their relation to
its effectiveness. Although it may be argued that following theories and
models represent a United States or 'Western' cultural view, taking no
account of cultural variations across the world, they should not be
ignored.
Hersey and Blanchard (11) and Luthans (12) have produced very
comprehensive works, which include discussion and criticism of both
classical and contingency theories of leadership processes and styles. The
theories and models referred to are based on certain variables, internal and
external, producing "effectiveness", which has been variously defined. A
number of important theories are outlined below.
2.5.1	 Likert
Likert proposes four leadership variables based on many years research
(13). These are headed 'exploitive autocratic', 'benevolent autocratic',
'participative', and 'democratic'. However, he considers that there is not a
direct relationship between leadership style and end results. He recognizes
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three classes of variables (14). Between causal variables (organisation
structure, management policy, leadership styles, skills and behaviour) and
end- result variables (productivity, service, earnings, ... etc.), there are seen
to be intervening variables (climate of organisation, goals, motivations, ... -
etc.).
2.5.2	 Fiedler
For his measurement of leadership style Fiedler developed the least
preferred co-worker (LPC) technique (15). This approach is based on how
favourably a leader perceives his LPC. If relatively favourable, the human
relations style is indicated, and if very unfavourable the task- directed
style. Research correlating performance of different groups and leadership
styles (based on LPC scores) revealed a simple relationship. Fiedler became
convinced that leadership style in combination with the situation
determines group performance.
Fiedler went on to develop his contingency model of leadership
effectiveness which contained the relationship between leadership style
and favourableness of situation, the latter being based on leader-member
relationship, degree of task structure, and leader's position power, in that
order of importance (16). If all these dimensions are high the situation is
favourable to the leader and vice-versa. Fiedler discovered that under
very favourable or very unfavourable situations, task directed leadership
was most effective, but in the middle range of favourableness the human
relations type of leadership was most effective (17). He recognised that
there had been increasing criticism of his conclusions, but maintained that
studies provided substantial support for his theories (18).
Luthans cites criticism of the procedures and statistical analysis in Fiedler's
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work and of the reliability of LPC. He concludes "it may well be that there
has been over dependence on the LPC type of measure for leadership
theory and research" (19).
2.5.3	 Blake and Mouton
Blake and Mouton identify styles of practising managers by means of a grid
with axes of concern for people and production respectively. Five styles
are identified from various combinations of points on the axes (20).
According to these researchers, a 9,9 combination, high in both of the
above concerns (a team builder) is the most effective style (21). Luthans
comments that the manager's position on the grid can be found by means
of a Questionnaire developed by Blake and Mouton, and can be important
in organisational development (22).
2.5.4	 Reddin
Reddin's 3-D model of leadership effectiveness directly incorporates this
dimension of effectiveness (23). He details styles which can be 'effective'
or 'ineffective' depending on the situation (24).
2.5.5	 Hersey and Blanchard
Hersey and Blanchard developed an expanded situational leadership
model (25). This incorporates task behaviour against relationship
behaviour, follower readiness, decision styles, and leader behaviour.
With reference to this and to the application of situational leadership
Hersey and Blanchard state "it is important to emphasize that situational
leadership focuses on the appropriateness or effectiveness of leadership
styles according to the task relevant readiness of the followers."
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2.5.6	 Tannenbaum Schmidt
The Tannenbaum Schmidt model of leader behaviour involves a range of
choices between democratic or relationship type approaches and
authoritarian or task oriented approaches. Leader behaviour is described
in such terms as "Leader permits subordinates to function within limits
defined by superior" or "Leader makes decision and announces it" (26).
2.5.7	 House and Mitchell
House and Mitchell explain their path-goal theory as follows, "According
to this theory leaders are effective because of their impact on subordinates'
motivation, ability to perform effectively and satisfaction. The theory is
called 'path- goal' because its major concern is how the leader influences
the subordinates' perceptions of their work goals, personal goals and paths
to goal attainment. The theory suggests that a leader's behaviour is
motivating or satisfying to the degree that the behaviour increases
subordinate goal attainment and clarifies the paths to these goais"(27).
2.5.8	 Vroom - Yetten
The Vroom-Yetten contingency model is interesting in that it attempts to
show how decisions ought to be made in given situations (28). It assumes
that situational variables, e.g. followers, time, job demands, interact with
attributes of the leader behaviour influencing organisational effectiveness,
(which is also affected by other situational variables outside the leader's
control). By working through a decision tree, asking appropriate questions
based on problem attributes used in the model, and gaining a response
indicating a type of decision, the manager can find a description of the
appropriate decision style (29).
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2.5.9	 Lansley
A paper by P. Lansley et al. (30) examines the relationship between
organisation structure and management style and their influence on
organisational effectiveness, taking into account task, size and
environment. Based on a sample of fifty printing and building firms a
model is produced involving the independent attributes: integration,
control, task and people orientations. An important outcome was in
favour of the contingency theory of organisations. In considering the role
of management style, in both industries, poor performance was associated
with low task and low people orientation, while high task orientation was
linked with high performance. In the building sample only there was a
tendency for high performance to be linked with high people orientation.
2.6	 Cross cultural factors in management
The above approaches to leadership and management styles and
effectiveness are of general relevance to this study in that cross-cultural
management style cannot be isolated from the several general viewpoints
and researches on leadership and its outcomes. However, there is a need
to consider more specifically the role of culture in international
management, and in particular the important cultural variables that are
being investigated and applied in this study. The aspect of culturally
diverse teams is likewise a key feature.
2.6.1	 Culture and management approaches
Adler (31) notes that effective styles of management vary among cultures.
The way in which managers behave is partly determined by their cultural
background and that of the work force. Managers must be flexible to adapt
to each situation and country. In moving from domestic to international
management, leaders must develop a wider range of thinking patterns
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and behaviours along with the ability to select the pattern best suited to
the particular situation. Effective international managers must be
chameleons capable of acting in many ways, not experts rigidly adhering to
one approach."
Further discussion of the cultural context is provided by Hodgetts and
Luthans (32). They give examples of where the culture of a society can
directly affect management approaches. These are headed: centralized
versus decentralized decision making; safety versus risk; individual
versus group rewards; informal versus formal procedures; high versus
low organisational loyalty; co-operation versus competition; short-term
versus long-term horizons; stability versus innovation. Particularly
pertinent for this study are the above writers' comments on Arab versus
U.S. cultural diversity (33).
Hodgetts and Luthans also discuss stereotyping between cultures, citing a
number of studies showing that perception and stereotyping are quite
common in the international arena (34).
The concept of how cultural values affect a person's behaviour is
discussed at some length (35). The writers cite a table derived from Harris
and Moran (36) where U.S. cultural values are compared with
alternatives, and examples of management functions affected are given.
One example of different cultural viewpoints is : 'Competition stimulates
high performance' contrasted with 'Competition leads to imbalances and
disharmony'.
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2.7	 Hofstede's cultural dimensions
Perhaps the most important aspect of the cultural context for this thesis is
the discussion of cultural dimensions based on the work of Hofstede, who
found that there are four cultural dimensions explaining the behaviour of
people from various cultures (37). These dimensions are Power Distance;
Uncertainty Avoidance; Individualism, and Masculinity.
2.7.1	 Power distance
Power Distance has been defined as "the extent to which less powerful
members of institutions and organisations accept that power is distributed
unequally" (38). High power distance implies strict obedience to the orders
of superiors; low power distance implies more participative and
democratic decision making. A table of comparison of low (LPD) and high
power distance (HPD) countries, showing attitudes to authority, ... etc. (39),
includes statements such as "Managers make decisions after consulting
with subordinates" (LPD) as against "Managers make decisions
autocratically and paternalistically" (HPD); "Employees are less afraid of
disagreeing with their boss" (LPD) or "fear to disagree with their boss"
(HPD) and so on.
Hodgetts and Luthans (40) comment that this dimension will affect the
shape of organisations and such aspects as centralization or
decentralization.
2.7.2	 Uncertainty avoidance
Uncertainty Avoidance is "the extent to which people feel threatened by
ambiguous situations and have created beliefs and situations that try to
avoid these" (41). The effect of this Dimension is various. High
uncertainty cultures have much structuring of organisational activities,
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more written rules, less risk taken by managers, employees with lower
ambitions. Low uncertainty avoidance societies have opposite features to
the above in each case. In the latter type of society personal initiative and
responsibility for action is encouraged in employees. A comparison has
been made of low and high uncertainty avoidance countries, with such
opposite points as acceptance of dissent/need for consensus, willingness to
take risks/concern with security in life, ... etc.
2.7.3	 Individualism
Individualism is the tendency for people to look after themselves and
their immediate family. At the opposite end of the scale collectivism is
the tendency to belong to a group where mutual care is provided in
exchange for loyalty. A list of differences has been given, including such
opposites as "Emphasis on belonging to organisation, membership
ideal/emphasis on individual initiative and achievement, leadership
ideal, and so on." (42)
2.7.4	 Masculinity
Masculinity has been defined as where "dominant values in society are
success, money and things". The opposite, Femininity, describes a
situation where "dominant values in society are caring for others and the
quality of life" (43). Hodgetts and Luthans (44) comment that cultures with
a high masculinity index tend to favour large-scale enterprises and
economic growth as opposed to conservation. Career success and
assertiveness are considered important, and stress and conflict in the
workplace are common. Opposite values tend to be found in low
masculinity countries.
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2.7.5	 UK/Arab comparison on cultural dimensions
Plots of the various dimensions, involving many countries, have been
produced by Hofstede (45). It is interesting to note in connection with this
thesis, that on a plot of power distance and individualism, Arab countries
and the U.K. are quite widely separated from each other, the former
tending to have large power distance and low individualism and the latter
in the opposite direction. In power distance and uncertainty avoidance
the two areas are again in opposite quadrants, the U.K. having small
power distance and weak uncertainty avoidance and vice versa. A plot of
masculinity and uncertainty avoidance puts the countries both in more
masculine areas, but opposite on uncertainty avoidance. These findings
imply possible problems in joint ventures with management drawn from
different cultures such as in the United Kingdom and Saudi Arabia.
2.8	 Cultural and contingency factors in the cross national study
of organisations
2.8.1	 Culture, contingency and capitalism
In his essay "Culture, Contingency and Capitalism in the Cross-National
Study of Organisations", John Child (46) first examines non-cultural
approaches to organisational research discussing industrialism and the
contingency perspective, the role of technology, and the "culture-free"
theory of organisational structure. The theoretical rationale for the
argument that context structure relations will be stable across societies is
cited from Hickson et al. (47).
Concluding this section of his article Child observes that "While
contingencies do impose some boundary constraints upon the choice of
organisation, these are sufficiently wide to admit of functional
equivalents, the evolution of which may be in harmony with the cultures
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of different societies." He notes the realisation that much supernational
business has had to adapt to local customs in order to function. Although
industrial and economic development behind contingencies affecting
organisations are a major force, this explanation is not sufficient.
The contingency approach and the impact on organisations of capitalism
(or socialism) are not the only factors to be considered. Child goes on to
-	 discuss how the cultural perspective might be incorporated into cross-
national organisational research. He cites Moore (48), who discusses how
far western influenced norms of factory life can be reconciled with non-
western societies.
2.8.2	 Culture, contingency and political economy
Another lengthy article examining theoretical perspectives in cross-
national organisational research is that by Child and Tayeb (49) who
compare the contingency approach with that of the "cultural tradition"
and of the political-economy viewpoint.
A general remark on the first-mentioned of these viewpoints is
"contingency writers singled out task environment, technology, scale, and
other operational conditions as significant influences on organisations'
policies and structures, and on the jobs, work experiences, and hence the
reactions of organisation members". On the cultural view the writers state:
"writers in the cultural tradition would expect the characteristics of
organisations and their members to vary according to their nation or other
social community. Indeed, some argue that these are qualitative
differences that render organisations non comparable across countries
except at a superficial level". Finally on the third theoretical approach
they comment, "Radical theorists and political economists also identify
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cross-national contextual similarities in the evolution of capitalist
societies, associated with their common location in the capitalist "world
system."
A concluding comment by Child and Tayeb is: "rather than concentrate
on, or claim primacy for, a particular theoretical perspective, one should
consider all three. The cultural, contingency, and political-economy
variables. These theoretical perspectives identified are interactive, but it
may nevertheless be possible to identify some particular influences
emanating from each".
2.8.3	 Culture and organisational structure
In the volume 'The Cross-Cultural Challenge to Social Psychology', edited
by M. H. Bond, there are a number of articles on culture and groups or
organisations. The first 'Organisational Structure and Processes' is by P. B.
Smith and M. Tayeb (50). In looking at various research efforts, the
authors make the following remarks on organisational structure,
distinguishing between 'etic' aspects, such as centralization, formalization
and specialization for which environmental factors have implications,
and 'emic' aspects. " Employees' behaviours and relationships with one
another within the workplace, the 'emic' aspects, are based on their work-
related values and attitudes concerning such issues as power and
authority, tolerance for ambiguity, commitment, and management
philosophy and ideology. These values and attitudes have strong
associations with the employees' cultural, occupational, educational, and
social backgrounds, which, in turn, are rooted in. their societies". Those
who support a culture free model have studied the inherently 'etic'
aspects of organisational structure and found them similar across cultures.
The culture specific group have studied the inherently 'emic' aspects of
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organisational structure and found that they varied considerably across
cultures.
On leadership studies the authors make the above concluding comments
"The pattern of findings emerging from leadership studies reinforces the
view discussed in the previous section concerning organisational
structure."
In his article, in the same volume, on "Culture and Intergroup Processes",
W. B. Gudykunst (51) concludes: "Taken together, the hypotheses
emphasise the necessity of taking cultural variability into consideration
when examining intergroup processes".
This paper relates to one by one by L. Mann (52), 'Cultural Influences on
Group Processes', which lists certain contributions from the cross-cultural
perspective, including: "The incidence of some social behaviours, such as
conformity and group favouritism, varies across cultures; this prompts the
fundamental question of what determines the strength of a group
phenomenon, why groups have greater or lesser influence on their
members in some societies. Cultural differences relating to such basic
dimensions as collectivism-individualism significantly determine the
decision rules used by groups for the resolution of competing interests."
2.8.4	 Aston studies related to culture (Organisation and Nation)
The volume "Organisation and Nation" (Aston Programme IV) edited by
D. Hickson and C. J
.
 McMillan (53) collates cross-national studies focusing
on country differences. The aim stated is to identify "how cross-societal
variations make for differences in organisations"	 By sampling
organisations in any one country so as to control variations in certain
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aspects of their context (e.g. technological or economic factors, including
size) and focusing on one type of organisation (usually manufacturing),
these studies expose differences between nation states, or countries, and
allow inferences that these are due to particular national, even cultural
features."
2.8.5	 The culture and subculture in a society have a potential
impact on organisational forms and processes
An interesting volume on the international sociology of organisations is
that edited by Lammers and Hickson "Organisations Alike and Unlike -
International and Inter-institutional Studies in the Sociology of
Organisations". This includes an article by Hofstede 'Hierarchical Power
Distance in Forty Countries,' in which he uses data from one large
multinational business corporation in 39 countries to show that
subsidiaries are very unlike, despite similar task environments, formal
structures and shared company sub-culture.
In a summary of the findings by various writers in their volume Lammers
and Hickson (54) state that in the chapter "Are Organisations Culture
Bound?" they intended to integrate the evidence to clarify the role of
culture as a determinant of organisational structure and life. On the
impact of culture the comment made is: "Summarizing, the culture and
sub-culture in a society have a potential impact on organisational forms
and processes".
In their final chapter Lammers and Hickson (55) present a 'Cross-National
and Cross-Institutional Typology of Organisations'. Among information
in table and diagram form they give summary information on cultural
influence on types of organisation.
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2.8.6	 Riding the waves of culture
A relevant contribution to understanding cultural diversity in business is
that by F. Trompenaars (56) "Riding the Waves of Culture" A key phrase
quoted from E. Schein (Organisational Culture and Leadership, Jossey
Bass, San Francisco 1985) is: "culture is the way in which a group of people
solves problems"
The useful background that this book provides can be envisaged from the
author's description of the structure of his book. How do cultures differ in
their relationships with other people? How do these differences affect
organisations and international business? How are employee
relationships affected and conflicts solved? Cultural attitudes to time and
the environment are explored and how the assumptions about these and
about man himself affect organisational culture. Particularly important in
relation to this thesis is Chapter 12 which considers how managers can
prepare the organisation for the process of internationalisation through
specific interactions.
In discussing human resource management the writer states, "Once the
scarce commodity of intelligent managers has been attracted the future
transitional will set out to give them further training in cross-cultural
awareness," a theme closely akin to that of this thesis.
In discussing implications for business strategy of international and
transitional structures Trompenaass makes the comment that such
structures allow us to "Synthesise the advantages of all cultures while
avoiding their excesses."
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2.9	 Specific cultures compared
2.9.1	 The role of cross-cultural communication
A thesis by D. P. Christides on "The role of cross-cultural communication
in the management of American multinational corporations for
transferability of technology to Greece and Saudi Arabia" (57) investigates
the clarity of communication in this transfer of technology. The need for
U.S. multinational corporation managers to master cross-cultural
communication (understand cultural behavioural patterns) with Greece
and Saudi Arabia is emphasised. It was stated that the literature to that
date had not found any specific recommendations to improve cross-
cultural communication between Americans and Greeks and Saudis
respectively.
2.9.2	 China-United States joint ventures
Of close relevance to the theme of this present thesis is an article by L.
McFarlane et al. (58) "China-United States Joint ventures: a topological
model of goal congruence and cultural understanding and their
importance for effective human resource management." This article
presents: "a typology of potential relationships between Chinese and
American partners in a joint venture based on goal congruence and
cultural understanding. Each relationship is described, and implications
for the management of human resources are discussed." Two elements of
a model on relations in American/Chinese joint ventures are
collaboration and conflict. The former is said to occur when the partners
work together in human resource practices to promote joint venture
success, the United States manager adapting to local culture and the
Chinese manager using the human resource technology of the Americans.
A pertinent final comment is that much empirical and theoretical work is
48
needed in joint ventures. "Future research on joint ventures should
consider the critical role that cultural understanding and goal congruence
play in the success of a joint venture."
2.9.3	 United States and Korea
In another thesis introducing the cultural dimension, S. Nam (59) seeks to
answer the question "How do managers in different cultures make
attributions of personal responsibility for group performance?" Cultural
orientations in Korea and the U.S.A. are compared for this purpose. A
general comment from discussion of results is that overall they support
the theoretical argument that culture influences such managerial
attributions.
2.9.4	 Britain and Nigeria
Part of the Ph.D. study of 1.0. Adigun (60) is concerned with an exploration
of cross-national differences in job attitudes between British and Nigerian
subjects. His results show that job attitudes differ from one country to ano-
ther due to cultural variations in frames of reference, orientations and
values prevailing in the different countries.
2.9.5	 Britain and India
M. H. Tayeb (61) made a study in England and India attempting to clarify
the association of certain cultural and non-cultural characteristics with
work-related attitudes and values, and with the structure of work
organisations. Cultural, national and contingency factors were found to
have association with the structural characteristics of organisations and
work-related attitudes and a model based on these findings was proposed.
Earlier studies by the writer in Iran led her to conclude that "as well as a
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need to respond to environmental demands for success, there are also
cultural constraints". In some countries cultural factors may override
contingency factors in shaping organisations
An interesting observation in Tayeb's discussion of the literature is on the
elements of organisational sub-culture. She cites Evan (62) as pointing out
that variations may be due to organisational sub-culture, not just societal
culture. There is a warning against overemphasis on cultural influence
alone.
In a discussion of various aspects of organisations and cultures, Tayeb
states that organisation structure refers basically to decision formulation
and implementation. On the subject of trust and distrust it is
hypothesized that if, in culture, distrust is the 'rule of the game', the
structure of work organisations in that culture is expected to be a
centralized one. If in a culture trust is a prevalent characteristic, work
organisations in that culture may to tend to have a relatively more
decentralised structure.
A further article by Tayeb "Contingency Theory and Culture: A study of
matched English and Indian manufacturing Firms" (63) examines a
number of firms in England and India, matching firms in the two
countries in such variables as industry, product, production technology,
size, status, ownership and control, age and market share. The article
considers the model advocated by proponents of the contingency theory.
Some of the findings support the model, but it is found to be inadequate in
various respects. Some differences between the firms in the two countries
are said to be consistent with differences in socio-economic and employee
cultural traits.
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2.10	 Organisational culture
2.10.1	 Introduction
The term 'culture' is also applied by various writers to the internal culture
of organisations as well as to societal culture, and these two concepts are
not unrelated.
2.10.2	 Strategic leadership, decision making, culture and values
A comprehensive volume on strategic management, including chapters
on strategic leadership and decision making, culture and values, and
managing change, is that by J
.
 L. Thompson (64). Thompson produces a
figure which illustrates the factors affecting strategic decision making and
strategic change, which he describes in some detail. The writer refers to
culture and values within an organisation. His diagram of culture and
values illustrates the various aspects of culture and the organisation
including decision styles, management of people, organisational structure,
etc. and he explains these in some detail.
2.10.3	 Organisational culture and management systems
In their book 'Organisational Behaviour: an experimental approach', Koib,
Rubin, and Osland (65) also introduce the topic of organisational culture.
They consider that in choosing a management system the variables to be
considered are as follows:
1. The people in the organisation, their abilities, and motives.
2. The organisation's tasks and the kinds of behaviour needed to
accomplish those tasks most effectively.
3. The organisation's external environment and the demands it
makes on the organisation for creativity, flexibility, quality, and so
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on.
4.	 The organisation's culture as determined by the leadership styles of
management and the organisation's structure.
They state that the goal of organisational design is to match people with
appropriate tasks and design tasks in line with environmental demands
and opportunities. "The most manageable variable of the four is
organisation culture. It can serve as an effective management tool for
integrating individual motivation with the goals and tasks of the
organis ation".
It is noted that changing culture is a strategic route some companies use to
improve performance. In such a change in culture, changing managerial
leadership styles is important, as these are important elements in the
climate or culture of an organisation.
2.10.4	 Organisational culture and the construction industry
A particular study has been made of organisational culture in the
construction industry. This is in the MSc thesis, 'Organisational Culture:
some aspects of the relationship between the construction industry
environment and organisational culture with respect to financial
performance'. Here A. F. Pryce (66) attempts a critical examination of
organisational culture in relation to financial performance in the U.K.
industry, i.e. the thesis is that success is a function of matching strategy to
environment and organisational culture. He found that culture type
affects strategy adopted, and that culture orientation affects formal
structure. Companies which performed best financially displayed strong
culture, measured in terms of employee involvement.
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2.10.5	 Company culture and the pursuit of excellence
More broadly linked to organisational culture and values, a lively work on
excellence in U.S. company management is that by T. J
.
 Peters and R. H.
Waterman (67) "In Search of Excellence". In their opening chapter,
"Successful American Companies" they make the following comment:
"our research told us that any intelligent approach to organising had to
encompass, and treat as interdependent, at least seven variables: structure,
strategy, people, management style, systems and procedures, guiding
concepts and shared values (i.e., culture), and the present and hoped-for
corporate strengths or skills. We defined this idea more precisely and
elaborated what came to be known as the McKinsey 7-S Framework.".
A final comment on management and the value systems of companies is:
"Clarifying the value system and breathing life into it are the greatest
contributions a leader can make. Moreover, that's what the top people in
the excellent companies seem to worry about most.".
2.10.6	 Influence of culture on management behaviour
A number of articles related to the theme of values, management and the
organisation are to be found in "The organisational Behaviour reader"
edited by D. A. Koib et al. (68). In their article "A congruence model for
diagnosing organisational behaviour" D. A. Nadler and M. Tushman
attempt to outline a model for such a diagnosis, assuming that
organisations are open social systems and that interaction of inputs leads
to behaviour and various outputs. Figures include a systems model as
applied to organisational behaviour and a congruence model as in the
title.
The book "International Management Behaviour", by H. W. Lane and J
. J.
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Distefano ( 69) presents a broad up-to-date view of the influence of culture
on management behaviour. The objects of the book are described thus:
"To develop an awareness of the concept of culture and its influence on
behaviour, particularly with respect to management. This includes
understanding of how cultural beliefs in North America influence
practices, as well as how the cultural beliefs of other people influence their
practice; To develop familiarity with the types of situations and issues that
managers confront when working internationally; To develop an
appreciation of the impact of living and working in another culture on
one's personal behaviour".
2.10.7	 Corporate culture and organisational effectiveness
An up-to-date and detailed work on 'Corporate culture and organisational
effectiveness' is that by D. R. Denison. (70)
A quantitative approach and case studies are used to build and test a
general theory of effectiveness, and the study is stated to show that
organisational culture has a close relationship to effectiveness in these
companies. A culture and effectiveness model is presented in
diagrammatic form.
2.10.8	 Cultural strategies (Human resource strategies)
Human resource strategies, edited by C. Salaman et al. (71), has an
interesting section on cultural strategies. V. L. Meek in a chapter on the
origins and weaknesses of organisational culture states in her summary
that an organisation 'has a culture and that this is not subject to creation
or destruction by management.'
In the same section P. Bute writes on "The impact of organisational
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culture on approaches to organisational problem solving". In a study of
three companies (including a chemicals multinational), he notes that his
concern was to identify aspects of each culture with a strong impact on
organisational problem solving.
2.10.9	 Organisational culture-implications for management
In an article by W.F. Maloney (72), the implications of organisational
culture for management are discussed. Efforts for change in organisation
are related to its business environment, the values shared by its members,
the rituals employed by the organisation to reinforce these values, and
communication used to sustain the cultural network. Understanding of
organisational culture by management is said to enable them to manage
the culture to improve organisational performance. The author's
conclusion contains the following statement: "Once the culture is
established and strongly maintained, uncertainty is greatly reduced and
members of the organisation can concentrate their full attention on task
performance. The result will be much greater internal motivation, higher
performance, and satisfaction on the part of the organisation's members,
and greater profitability, return on investment, . . .etc. for the organisation."
A further paper by W.F. Maloney together with M. 0. Federle (73)
examines Organisational Culture and Management. A framework
developed by Quinn and Cameron is presented and discussed in terms of:
"organisational culture, organisational effectiveness, leadership roles, and
management skills or competencies. The framework offers the
opportunity for developing an understanding of organisational culture
and its relationship with an organisation's business environment as well
as outcome variables such as performance."
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2.11	 Decision making
2.11.1	 Managerial problem solving
Relating to managerial problem solving, there is an article on
management and the learning process by D. A. Koib (74). Here individual
learning styles and their relation to management education are identified
and discussed. There is a section on learning styles and management
problem-solving.
Most of Kolb's article is on the different styles and their likely holders, but
more close to the theme of this thesis are the following remarks:
"differentiation is only part of the story of organisational adaptation and
effectiveness. The result of the differentiation necessary to adapt to the
external environment is the creation of a corresponding internal need to
integrate and co-ordinate the different units. This necessitates resolving
in some ways the conflicts inherent in these different learning styles."
2.11.2	 Decision making skills in the construction industry
A key aspect of this thesis is that of decision making styles. An important
article on this subject is by P. Lansley (75), with the added pertinence that
he is writing on managerial skills and corporate performance in the
construction industry. The writer refers to the need for management
teams in the industry to develop a wide range of reasoning and problem
solving skills. Factors in successful decision making are said to relate to
individual members and the composition of the team.
It was found by his AROUSAL simulation model that teams of managers
with different backgrounds perform better than those with similar ones.
Differences in small teams were largely related to the degree of 'fit'
between the reasoning processes of team members. Four styles of learning
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and problem solving are cited: Activist, Reflector, Theorist, and
Pragmatist. They are briefly summarised below:
Activists learn through immediate experience, enjoy 'brainstorming' and
'fire fighting', and challenges, but become bored with routine.
Reflectors observe from a distance, analyse collected data, postpone
decisions until all facts are known, listen to others before contributing. -
Theorists integrate disparate material into sound theories and models,
analyse and synthesise. They like certainty and rationality, and dislike
subjectivity, ambiguity and lateral thinking.
Pragmatists are keen to find and apply new ideas, to get on with the job.
They are important within open-ended discussion.
Compatible and incompatible teams, and their degree of success are
discussed in some detail, giving attention to the mix of the above styles. A
wide variety of styles can produce good results (94% above the norm in
one case). Conversely the absence of certain styles in a team was seen to
have an adverse affect, in one example 82% below the norm.
Honey and Mumford (76) developed a self-completion Questionnaire to
profile the learning/problem solving style of individuals in the above
terms. Attention is turned to groups and how they solve problems "an
understanding can be achieved by combining profiles for the individuals
who form a team into a collective profile".
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2.11.3	 Decision making in a cross - cultural context
Adler (77) cites a number of studies on decision making and discusses the
topic as follows: Leadership involves making decisions that affect part or
all of the organisation. Decisions may be based on different criteria (profit
maximising, satisfying, intuition, ... etc.). Cultural contingency is another
contingency in the models of decision making. Adler shows the five steps
in decision making (problem recognition, information search,
constructing alternatives, choice and implementation) and the cultural
variations.
2.11.4	 Learning styles across culture
In considering cross-cultural differences in learning styles and decision
making, Hayes and Alison (78) studied a number of managers from
Britain, India and East Africa, using a Questionnaire with the learning
styles dimensions of analysis: "a theory building and test approach, rather
than an intuitive approach", and action : "a trial and error approach as
opposed to a reflective or contemplative approach". Significant
differences were found between the three nationalities.
2.12 Management teams - (Why they succeed or fail)
An important aspect of management in the international joint venture is
the way in which the attributes, values and styles of management and
their decision making affect the work of the joint venture management
team. These values and styles are discussed below.
2.12.1	 Team styles
In a recent volume based on research on the subject of 'Management
Teams - their success and failure' is that by R. M. Belbin (79) which
contains an important chapter that focuses on Key Team Roles.
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	2.12.2	 Team leadership
Team leadership is a theme discussed. A general comment concluded in
this chapter is : "Whether an individual manager who is not typically a
team leader possesses the talent and readiness to lead a team depends on
whether he can develop over time a convincing style of leadership that
suits his personality. But it must also depend on the extent of the fit
between himself and the team. How far does he apply something that the
team lacks?"
	
2.12.3	 Factors of success
Factors relating to lack of success in teams are examined in some detail.
Mental ability is regarded as a critical factor: "A general set of poor or
indifferent scores on mental ability in the management team seems to
preclude the chances of eventual success. Illustrations are given of how
the compositions of teams can make them ineffective, "where obstacles
prevent individuals finding their preferred team role". In this case some
rearrangement of the team may produce success. Even members with
positive talent can cause problems if placed in an inappropriate role.
"Fortunately the mismatch is rarely as bad as that but even a small
mismatch can rapidly bring about a reversal of fortunes".
2.12.4	 Winning teams
Winning teams are characterised by the following remarks: "In practice
the classic mixed team provides the most consistently good results. But to
put such a team together must be an intricate operation demanding high
skills from the selector. Any disturbance of the team can easily upset the
balance. This is why there is much to be said for forming a group whose
members are less specialised in their functions and abilities."
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2.12.5	 Key team roles
Individual team members are epitomised in the various types such as
company worker, chairman, plant, shaper, resource investigator, and their
characteristics are detailed (see also Chapter 5).
2.12.6	 The effect of group homogeneity - heterogeneity
A specific aspect of team composition, relevant to the joint venture, is the
issue of homogeneity or heterogeneity. In his dissertation, "The effects of
group homogeneity-heterogeneity based on cognitive style on the quality
of group decision-making" J
. J. Kandell (80) examines what characteristics
such groups have and for what tasks they may be most effective.
One opinion is that homogenous groups are better performers owing to
easier communication, higher cohesiveness and motivation to be part of
the group. Certainly for what are called 'conjunctive' tasks, in which
members must work co-operatively to complete, homogeneity has been
considered by some to be preferable. A heterogeneous group demonstrates
differences within the membership. A widely held view is that
heterogeneous groups are preferable for most group tasks because of the
variety of ideas and abilities in the different members.
2.12.7	 Group effectiveness in organisations
A chapter on heterogeneity and homogeneity from the book by L. N.
Jewell et al., Group Effectiveness in Organisations (81), contains further
remarks on this theme, which is regarded as an important dimension of
group composition. It is explained that when there is heterogeneity
among group members in some particular trait or characteristic it has been
found that heterogeneous groups tend to out perform homogeneous
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groups. "In setting up a group to deal with a problem, then, this suggests
bringing together competent individuals with a range of experience,
backgrounds, perspectives, and temperaments. This suggestion is entirely
consistent with the basic premise that the primary source of the potential
advantages of decision-making groups lies in individual differences."
2.12.8	 Group-think on team activity
A hindrance to team activity may arise from it being too cohesive. An
article by Huseman and Driver (82) discusses the concept of Groupthink
and a statement is cited from Janis (1972) "A model of thinking that people
engage in when they are deeply involved in a cohesive in-group, when
the members' striving for unanimity over-rides their motivation to
realistically appraise alternative courses of action .......Group-think refers
to a deterioration of mental efficiency, reality testing, and moral
judgement that results from in-group pressures".
2.12.9	 Cross - cultural teams and their management
The above analysis relates in general terms to the joint venture
management situation in a cross cultural context, in that there will be
culturally different managers needing to work together to achieve the
project goals.
Nancy Adler (83) stated in relation to multicultural teams and cross-
cultural leadership, that in multinationals with impact of cultural
diversity inside the organisation employees and managers must develop
cross cultural management skills. Management need to maximise benefits
and minimise problems caused by diversity of culture.
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Adler considers that there is little research describing cross cultural
interaction within groups, though much describing group behaviour in
individual countries around the world. The different perspectives in
cross-cultural groups increase potential productivity, but difficulty in
combining these perspectives may have a negative effect on productivity.
Higher levels of mistrust, miscommunication and stress in multicultural
groups can diminish cohesion and productivity.
However, members of multicultural groups create more and better ideas,
alternatives and solutions than homogeneous groups and are said to be
less susceptible to 'groupthink'.
Conditions for team effectiveness are discussed by Adler. Adler goes on to
discuss management of culturally diverse groups. For effectiveness,
though heterogeneous in attitudes, groups should be selected to be
homogeneous in ability level. Team members should be aware of the
cultural characteristics of fellow members and the contribution those of
other cultures can make to a successful team effort.
A goal should be set for the team which transcends cultural difference, for
which there needs to be mutual help and collaboration, which in turn will
generate mutual respect. managers should apportion 'power' according to
ability to contribute, not on preconceived cultural grounds.
Feedback by a manager external to the team helps the team to value its
cultural diversity and trust its group judgement. It is not easy for a
multicultural group to agree on the value of their own ideas or decisions.
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2.13	 Training implications
Looking forward to the training implications of this thesis, a number of
works on testing, selection and training are relevant.
2.13.1	 Selection of staff for foreign assignment and training of
international managers
Phatak (84) considers the question of selecting staff for foreign
assignments. It is noted that tests are used by some companies, but there is
also widespread agreement that extensive interviews of candidates are a
good method.
There are various selection criteria for an international manager to be
considered. These criteria related to the prospective international
manager are given as technical ability (knowledge and skills for the job);
managerial skills (past record as a manager in his own country); cultural
empathy "an awareness of and a willingness to probe for the reasons
people of other cultures behave the way they do"; adaptability and
flexibility, which include ability to integrate with other people, adaptability
to change, ability to solve problems from different angles, sensitivity to
differences in culture, politics, ... etc., and flexibility in managing
operations, despite problems with information and assistance. Other
criteria for selection are diplomatic skills, language aptitude, personal
motivation (a positive reason for wanting to serve abroad), and emotional
stability and maturity.
Phatak lists a number of points as part of a training programme for
managers who have been selected for foreign assignments.
Items include:
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-	 The economic, political and legal environment of the host country
-	 Relationship between the subsidiary and the rest of the company.
-	 The aspirations of the host country in what it expects of the
subsidiary, such as development of local resources, ... etc.
-	 Management practices of the host country.
-	 The job description and the overall objectives and goals the
manager is expected to achieve.
This type of training may well apply in many of its aspects to the
prospective international joint venture manager for construction projects.
To the above would be added, language training, a study of the area in
many aspects, and cross-cultural training, preparing managers to interact
and communicate effectively in other cultures. Individuals need to learn
how to work with people of other behaviours, thoughts, perceptions,
beliefs and values. There are four basic models of cross cultural training:
(1)	 The Intellectual Model - Consists of lectures and reading to acquire
factual knowledge.
(2) The Area Simulation Model - This consists of exposure to situations
in the culture of the area to which the manager is going.
(3) The Self Awareness Model - This involves self awareness and
training in sensitivity to those of other cultures.
(4) The Cultural Awareness Model - To make the trainee aware of the
influence of culture on an individual and of cultural differences.
The focus of the programme is on improving the trainee's ability to
recognise cultural influences in personal values, behaviours and
cognition. This should help the participant to be able to diagnose
difficulties in cross-cultural communication.
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It is recommended that if the foreign assignment involves much
interaction with the local community and the home and host cultures are
very different, the manager undergoes as many cross cultural training
programmes as possible.
Another useful volume, on International Human Resource Management,
by P. J
.
 Dowling and R. S. Schuler (85), covers a similar area of
international management training but also shows a number of
interesting, diagrams and tables illustrating the international managers
situation, training, and the techniques of training. In particular there is a
quite detailed model for the Development of Multinational Management
taken from A. Rahim "A Model for Developing Key Expatriate
Executives". In the model we move from the objective of increasing
effectiveness of the expatriate manager to the desired result of
effectiveness via problem recognition, development objectives (increased
cultural awareness, knowledge of host country, ... etc.), training leading to
results, e.g. knowledge of cultural, political, economic and social factors of
host country, awareness of needs and expectations of parties in the
international operation, ... etc.
2.13.2	 Cultural training
On cultural training there has been considerable research and published
material. Due to the differences in culture, the way of doing business and
the politics from one country to another, it is very important for a
company working abroad to train their managers to learn important
aspects related to specific countries where they are going to work, besides
their technical skills. Regarding the broader aspects of the training of
international managers in their book 'Managing Across Borders' Bartlett
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and Choshal (86) discuss the efforts made by international companies to
instil corporate values into management of various countries in which
they operate, and to train their home managers to meet cultural, language
and other barriers. A specific example is that of the Japanese company
Matsushita who used training to develop an international outlook in its
management group. It is suggested that managers should be recruited
who are sensitive to international management realities, and these should
then be trained using programmes, "to build cultural norms, shape
organisational processes and influence individual manager behaviour in a
way that reinforces world-wide strategic and organisational objectives".
There have been many studies on management training in general and
even in the international sphere. A good example of the latter is found in
the book by Hodgetts and Luthans (87) "International Management"
where the authors devote a chapter to training and organisation
development internationally. It starts with the statement that training is
the process of altering employee behaviour to increase the probability of
attaining goals. The training process is noted to depend on a number of
factors in the case of MNC's. One factor is the basic type of MNC, described
as either ethnocentric, polycentric, regiocentric or geocentric. The learning
style of trainees is also seen to be important. Reasons for training are said
to include overcoming ethnocentrism, improving communication,
increasing the ability of expatriates to interact locally and the effectiveness
of leadership styles.
It is interesting to note that types of training include cultural orientation,
language training, sensitivity training and field experience. A specific type
of training mentioned is the 'cultural assimilator, which is described as "a
programmed learning approach, designed to expose members of one
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culture to some of the basic concepts, attitudes, role perceptions, customs
and values of another culture."
2.13.3	 Decision making training
Lansley (88), in his article, "managerial skills and corporate performance
in the construction industry", discusses the four learning/problem solving
styles and these were considered in developing the model in this thesis,
with reference to management teams. Although there is no mention of
training programmes here, Lansley's final remark is that the work "has
implications for research, individual learning and for team building
within project and corporate contexts."
2.14	 Introduction to main findings
The literature surveyed raises questions on the general effect of cultural
factors on the success of international business and particularly
international joint ventures. The importance of cultural factors was
confirmed right from the beginning in interview with expert managers in
international joint ventures with Saudi partners in the construction
industry ( see Chapter 1- 1.5 Major problems in success and failure of
British firms with Saudi partners). This led to the first hypothesis of the
thesis, and gave encouragement to investigate, in more detail, cultural
factors relating to the success of the international joint venture.
This literature survey has been very broad in its scope, but it was felt
necessary to examine as many aspects of the international joint venture
and in relation to their effectiveness as possible, in order to support the
contention that the management team and its style is a vital component
in the success of the international joint venture, and that this team and its
work is vitally connected with various cross-cultural factors, not just the
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basic technical and managerial skills. Every aspect of joint venture
organisation is interlinked and thus mention of strategy and structure of
organisations, ... etc. in the context of the thesis could not be avoided. It is
felt however that this survey does channel the readers attention into those
areas of cultural factors which are vital to the success of the international
joint venture organisation.
The thesis model derived is based on a range of human resource factors or
values. These are a vital segment of a range of factors related to success in
business and for an international joint venture even more vital perhaps.
In many of the works cited above cultural factors have been shown to
apply to success level of cross-national ventures.
Even at this stage a strong basis for the model arises. From the literature
reviewed the two factors to emerge most strongly were cultural style, and
decision making style. References to trust were found but these were
mainly of a very general nature and not developed systematically. The
applicability of the literature in more detail to various factors is developed
in more detail in the following sections:
1) The basis of the trust concept
2) The basis of the cultural styles concept
3) The basis of the decision making concept
1)	 Trust structure
In considering strategies for joint venture success, characteristics such as
reasonableness, honesty and trustworthiness are regarded as features that
joint venture partners need to find in each other. Autonomy is said to be
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important for joint venture management and indeed this idea emerges
frequently in works on international joint-ventures.
The key words such as autonomy and trust are already appearing and
indicating that there might be important factors in international joint
venture success. Even more specific for Saudi and U.K. joint ventures it
was stated that relations and flexibility are key features for application,
which adds the flexibility aspect of the first sub-model.
However, the main basis of the trust idea was the recommendation of the
expert managers interviewed and this is developed further in Chapters 4
and 5 and examined in much greater detail in Chapters 6 and 7 and
especially in Chapter 8.
2)	 Cultural factors affecting success
In a work on joint ventures in the construction industry, the risk of
failure is stated to be multiplied by, among other factors, cultural
divisions. Organisational difficulties, it is thought, will increase in relation
to cultural and other difficulties between parties. Thus the 'culture' aspect
of the model is introduced, to be developed more fully by the specific
cross-cultural studies of writers such as Child and Tayeb and, in particular,
Hofstede.
The literature review may be thought to have digressed in its reference to
leadership styles in general, but these cannot be divorced from the
'culture' sub-model because it refers to management teams, and culture,
management and leadership style are closely linked.
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To reinforce the justification that societal culture affects international
business partnerships, the work of Nancy Adler has been examined. Her
work pays much attention to the contention that effective styles of
management vary among cultures, and that there is need for flexibility
and a wide range of thinking patterns. Hodgetts and Luthans reinforce this
aspect with a broad study of international organisations, giving examples
of where the culture of a society can directly affect management
approaches.
They refer to Hofstede, whose cultural dimensions, tested for
management in the specific context of this thesis ( international joint
venture, construction industry, U.K. and Saudi Arabia) could form an
important part of any cultural model developed (see hypothesis 3 -
Chapter 1). A balanced and flexible approach in all four of Hofstedes
elements must be important in the success of the joint venture, and in
citing one example of Hofstede's power distance element " Managers
make decisions autocratically and paternalistically" or "managers make
decisions after consulting with subordinates." we can illustrate the need
for understanding, compromise and balance in an international joint
venture between two countries such as Saudi Arabia and the United
Kingdom of very close relevance to the present study are the plots of
power distance and individualism produced by Hofstede, which show the
cultural divide between the United Kingdom and Arab countries.
Many other writers have also been quoted to support a close examination
of cultural effects in an international joint venture, which are later
applied to the United Kingdom and Saudi Arabia construction industry
joint venture.
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The bringing together of two societal cultures should, ideally, lead to a
new, balanced "Organisational culture", and the importance of
organisational culture is brought out by many writers. Some key words
from Peters and Waterman are cited as the basis of organisational culture:
People, management style, guiding concepts and shared values". These
support the organisational culture approach to success and failure factors.
3)	 Decision making and the management team success
Even in the discussion of cultural factors the key concept of decision
making appears. A pointer towards usefulness of this concept in a model
relating to culture and international joint venture success is the statement
by Trompenaass "Culture is the way in which a group of people solves
problems". This shows the link between culture-decision. It seems
important that an organisation which has the satisfactory trust and seeks
to balance most effectively different cultural values of the management
team, should also seek to solve specific problems efficiently.
From this contention arises the decision making concept, which is based
quite extensively on the work of Lansley, but incorporates the views of
'real life' construction industry managers of great experience, and is tested
against their perceptions. Based also on the work of Honey and Mumford,
Lansley examines types of thinking and problem solving approaches
relevant to management groups. These will be affected by the cultural
elements already discussed, but can be characterised by four basic types:
Activist, reflector, theorist, and pragmatist. The difference in decision
making styles across culture according to various writers is also noted in
this literature review.
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Belbin's work on team roles and success completes the picture from the
point of view of the value of mixed team types for organisational
management and decision making. Elsewhere it is also contended by
various writers that heterogeneous groups of different types of decision
maker are desirable, the widely held view being that heterogeneous
groups are preferable for most group tasks because of the variety of ideas
and abilities in the different members. We can refer back to Adler, who
underpins this concept for cross-cultural groups in her summary
statement: "Members of multicultural groups create more and better ideas,
alternatives and solutions than homogeneous groups" it should be added
of course that this is subject to proper integration of the different partners
in the joint venture.
2.15	 Results in relation to the hypothesis
From a wide study of relevant literature, strong support is seen for
hypothesis I and hypothesis 2.
An extensive review of the literature reveals that cultural factors strongly
affect the success of international joint ventures. This confirms hypothesis
1.
From the literature three cultural aspects arise, Trust which was noted in
general terms, Cultural style and Decision Making which were related
more specifically to success. These three important factors found from the
literature confirm hypothesis 2.
72
2.16	 Conclusion
Thus the literature items cited in this review with reference also to
recommendations by expert international joint venture managers have
led to the general concept that trust, cultural factors and decision making
styles are interrelated and vital factors in the degree of success of
international business and international joint venture management in
particular. A model arising from this concept should effectively test the
degree of success in respect of cultural factors of the international joint
venture, in the case of this thesis particularly focusing on project
management teams in construction industry joint ventures between
United Kingdom and Saudi firms(see hypotheses 5 - Chapter 1).
Based on the concept of cultural factors affecting the degree of success in
international joint ventures between Saudi and British partners arising in
the literature, the first Questionnaire seeks responses from expert
managers designed to confirm the importance of cultural factors (Tables
4.15 to 4.17) and indicates the form of the sub-models, culture and decision
making. Parallel to this from interview the experts stressed the
importance of trust and so this seemed important as another sub-model.
In order to confirm the results of Chapter 4 and the findings of the
literature survey, a selection of the literature has indeed been cited again
in the more detailed argument for the model development in Chapter 5.
Here it would be noted, however that the model could be formulated in
three levels. The crucial first level model (trust) would owe as much as
anything, to various views of experts in the construction industry itself,
who have had long experience in international joint ventures in Saudi
Arabia. The second and third levels (culture and decision making) be
confirmed by these experts and the responses also confirm that the three
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levels are interconnected and can be viewed as:
1. necessary to start-up the business
2. essential for effective continuation of the business
3. desirable for efficient tackling of various problem situations which
may arise.
The above view of the relative importance of the 3 levels relates to
hypothesis 5.
It can also be seen Chapter 3 in the Model building (section 3.6) - that on
the basis of the literature as well as extensive interviews, the models of the
thesis were built in relation to international business and particular to the
United Kingdom construction industry joint venture projects with Saudi
Arabia. The starting point, as far as the literature was concerned, was
simple societal culture elements (Hofstede) and decision making factors in
a United Kingdom situation (Lansley). At this stage the first level (Trust
Structure) was not discovered in any systematic form, but was later to be
clarified and developed by reference to the experts in the industry.
These experts also indicated from the start that there was no proper
training for international joint venture managers on the British side in
respect of cultural factors and that is why this problem with Saudi partners
exists( see Chapter 1- section 1.5) as a major problem. In the literature there
is a strong emphasis on cultural training for international managers as
indicated below.
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2.17	 Teamwork and leadership in international joint ventures in
the construction industry
Team work and leadership are raised as important issues in this Chapter 2.
Many references are made to leadership styles and the important connections
here is that management gives leadership, and in the international joint
venture we have managers from different countries working as a team, whose
leadership styles will be affected by their cultural background. Construction
work is teamwork and international construction work involves a group of
managers from different countries, working together as a team, with different
values and styles. It is impossible to divorce the teamwork and leadership
aspects from the cultural model. The societal cultures of the different
managers need to be brought together and blended into a new organisational
culture which is again the new combined organisational culture of the team.
The aim of the research model is to discover how well the different managers
with their different styles of leadership (which will be related to cultural
factors) can work together as a management team in the international joint -
venture project.
The differences in the ideal and actual scores in the cultural elements at the
three levels (see Tables 7.8 to 7.10) relate to the team rather than to individuals
and show the differences of the team at the first and second levels for the
start-up and continuance of the project and the effeciency of the team in its
decision making.
Because the research was aimed at investigating international joint ventures
and the nature of international joint ventures construction work is teamwork
the elements chosen were those which would investigate the degree of
success of the international joint ventures team, and indeed the model tests
the degree of success of the project management team in each company.
CHAPTER THREE
CONCEPTUAL FRAMEWORK
AND
RESEARCH METHODOLOGY
CHAPTER THREE
CONCEPTUAL FRAMEWORK AND RESEARCH METHODOLOGY
3.1	 Introduction
Examination of joint venture management team styles is a key phase in
any methodology for determining the success or failure of any joint
venture. When the joint venture becomes international these styles are
multiplied due to the cultural differences. The success of the project
internationally depends crucially on the management team styles in
relation to a specific project. It is therefore important that the
management team is aware of the available styles or flexibility in order
that the most suitable person to fit the particular skill or function will be
chosen for the particular task and the particular project. General
information about each style will be sought to determine the perceptions
about their styles by management team co-ordinators.
This chapter describes the research methodology adopted as well as the
nature of the research data and its organisation. It discusses how the
research data were collated and coded to facilitate an analysis of
management teams in the joint venture project internationally. It
explains how the styles of each individual in different projects can be
viewed from the point of view of the degree of success in individual
projects.
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3.2	 General aspect of methodology
This was to explore the hypotheses that the cultural factors have a major
effect on the success of international joint ventures and the degree of
success of construction firms in joint venture partnerships with Saudi
firms and that these factors can be judged quantitatively and qualitatively
by examining the perceptions of top management in such firms.
It was necessary to seek information from as large a number of companies
as possible in the UK. construction industry which had joint ventures
with Saudi companies.
The method of research was to conduct a number of Questionnaires and
interviews, starting from a Questionnaire to eliminate those companies
working in Saudi Arabia who did not have joint ventures. Further
companies with joint ventures in Saudi Arabia were added from contacts
at conferences, ... etc. (see section 3.5).
The first Questionnaire was also used to obtain general information from
those companies who had joint ventures in Saudi Arabia.
Interviews were conducted with experts in the field.
A preliminary model (Chapter 5) was constructed to examine the main
factors of success and failure in joint ventures, with a view to later
detailed modification and particularly to considering cross-cultural effects.
Questions were asked related to the strategies, policies, implementation
and running of the joint venture.
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A number of more detailed Questionnaires were constructed, but on
examination (by pilot study and interview) these were found to be too
lengthy and too broad in scope. The difficulty in using these was increased
by the fact that many companies were not willing to co-operate readily
with the researcher or attempt to understand the purpose of the research.
3.3	 Meeting with managers expert in international contracts
During the early stages of the study the researcher had some contact with
the companies that work in Saudi Arabia. Due to the shortness of this list
attempts were made to identify other companies. This, however, also
formed a short list. So collected whole samples in the construction
industry were collected, including, Contractors, Consultants, Quantity
Surveyors, Material suppliers. Due to the shortage of research related to
this matter internationally in construction and connected with business
and culture, the researcher had to have several different meetings to
obtain views. The meetings were with different companies and professors
expert in the field to see their views on developing research on cross
cultural features in the construction industry, as nobody had developed a
comprehensive study on the joint venture internationally in this
industry.
3.3.1	 First meeting
It was arranged by the researcher's supervisor for him to see Dr. Monir
Tayeb of Heriot-Watt University to discuss the general literature covered,
but nothing particularly related to international construction projects
arose in discussion. It was very difficult to think in general terms which
did not relate to this industry.
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3.3.2	 Second meeting
Mr Browne from Costain, a general manager working internationally in
different countries and also in Saudi Arabia for many years, emphasised
the importance of the cultural issues and thus encouraged the researcher
to pursue his research on joint ventures in the construction industry.
3.3.3	 Third meeting
Mr Peter Jackson, working as estimating manager for the Tarmac
Construction Company, was interviewed. He related the experience that
Tarmac have had with the Saudis in joint ventures. He again stressed
difficulties arising from culture differences.
3.3.4	 Fourth meeting
Possible research was discussed with Professor Peter Lansley from Reading
University, who has produced articles on the culture of organisations and
decision making in the construction industry. He referred the researcher
to the writing of Nancy Adler (see literature review).
3.3.5	 Fifth meeting
Professor John Andrews from the University of London, who has written
articles on the Joint venture internationally and his international
experience based on his work in Singapore and Egypt, was another source
of encouragement.
3.3.6	 Sixth meeting
Different meetings with professors from the Departments of Business
Studies and Social Sciences at Loughborough University of Technology
were arranged to develop the research further, and especially with
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Professor Malcolm King, whom the researcher met regularly, and who has
given advice on the development of this work.
3.3.7	 Seminar presentation in Glasgow
After the fifth meeting, the researcher attended a seminar with a group of
contractors and directors, who had experience in the Arab market,
especially in Saudi. Those directors participated in a conference in
Glasgow, which was organised by the Arab Conference. Not only did this
seminar work as a vehicle for establishing further contact with certain top
officials in construction companies who participate in key decision
making within the company, but it also gave the researcher the authority
to take this research further. At this meeting, the directors presented
research on the Arab market and some particular research on Saudi Arabia
which was considered to be the most important market among the Gulf
countries. Questions were raised in relation to the present work and some
ideas put forward, such as the first Questionnaire draft and the names of
companies who had worked in Saudi before and were not on the list that
had been obtained from the Department of Trade and Industry (DII).
These recommendations and advice were added to the list.
3.3.7.1	 Opportunities for business in the Middle East
A number of papers pertinent to business with the Middle East countries
were presented at the Centre for Management in the Arab Countries
Conference in April 1992, mentioned above. In his paper on marketing in
Arab Countries Professor David Weir wished to make the case that
management in the Arab world was distinctive and suggested that "we
may probably go far wrong if we make assumptions about the nature of
other markets in other cultures based on our experience of our own
markets and cultures" (1)
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James Somerville considers the macro opportunities for construction
activity in the Arabian Gulf region, highlighting its future potential. (2)
Among the countries discussed in his article on the potential for economic
growth in the Gulf States, Dr. Rodney Wilson includes SaudI Arabia,
which he refers to as the key Arab state in the region. (3)
A paper by Dr. S. H. Amin concentrates on legal aspects of doing business
with the Middle East (4).
3.4	 Questionnaire design
It is important to note here the approach to Questionnaire design and use
to make the Questionnaire effective, avoid bias and to make appropriate
use of the Questionnaire, whether by mail (first Questionnaire) or by
personal presentation and interview (second Questionnaire and case
study).
The Questionnaire design was developed on the following guidelines
mentioned in Hoinville (5), who prescribes that a good Questionnaire
should have the following properties:
1. It must be clear, unambiguous, uniformly workable, and easy to
answer.
2. It should be designed to minimise potential biases and errors from
the respondents.
3. It should help in engaging the interest of the respondents since
people's participation in the survey is voluntary.
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3.4.1	 Questionnaire layout
The following strategies were adopted to reduce biases associated with the
mail Questionnaire and to achieve maximum response:
1. A dear instruction was given at the start of each question on how to
complete the questions.
2. The questions were typed on the left hand side of the page with the
possible answers to the right.
3. Being a somewhat long Questionnaire, some reluctance to respond
was thought to be inevitable on the part of potential respondents.
Thus to aid completion an attempt was made to place questions that
were easier to answer towards the front and end of the
Questionnaire.
4. In an attempt to achieve a higher return and completion ratio, the
average time it would take to complete the Questionnaire was
determined during the pre-testing and was assessed as 17 minutes.
The Questionnaire was also pre-tested to eliminate any misleading
and unwanted aspects.
5. Each question was worded in a manner that made it as simple, clear
and brief as possible. The pre-testing helped in determining
effective wording of the questions.
6. Categories were used to obtain information about the companies'
financial turnover in terms of majority, minority, and equal share
instead of specific figures. Respondents according to Moser (6), are
likely to let you know what that their turnovers are in general
terms but reluctant to specify them, as say £20m. Also the use of
categories was beneficial when analysing the data, in that it is more
useful to analyse by groups than by specifics.
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7.	 The problem of 'central tendency concept' i.e. the tendency of
people to avoid an extreme stand and to choose the 'middle' answer
on a question as described in Kahn and Cannell (7) was overcome by
providing an even number of categories to force the respondents to
one side or the other.
8.	 Internal consistency checks were built into the Questionnaire in
that some questions had to be answered in a similar manner.
3.4.2	 Improving the success rate
1. All the respondents from the DTI list and from the conference in
Glasgow were personally contacted before sending them the
Questionnaire to try to build a good relationship and to speed up
the response.
2. Assurance was given on the cover of the Questionnaire that all
information would be treated in the strictest confidence.
3. All potential respondents received a personal letter stating the
purpose of the research, the researcher's and his supervisor's name.
3.4.3	 Questionnaire format
Individual criticisms were invited at the initial draft of the Questionnaire
from fellow researchers and members of academic staff in the University
department and outside. Also the most appropriate statistical tests to be
used in the analysis were discussed with a statistician in the university
statistics department with regard to the design and format of the
Questionnaire and the results expected.
3.5	 Sample selection
Because this area of research has not been applied hitherto to the
construction industry, the writer first had an extensive series of meetings
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with individuals and groups concerned with the construction industry
and specifically with projects in Arab countries, including Saudi Arabia, to
develop a sampling method for data collection.
As this study is the first research programme specifically on joint ventures
internationally in the construction industry between Saudi Arabia and
Britain, the initial contact was made through the Department of Trade and
Industry. However, the list received was not complete. As noted above
the researcher gained further information at the conference in Glasgow
about Arab business, meeting with different companies working in
different Arab countries, especially with those working in Saudi Arabia.
The companies used for this research were selected from the 24 companies
gathered from the DTI list and from the conference to make 31 companies
in all. The main reason for adopting this approach was to make sure of
the number of the companies that had worked in Saudi Arabia between
1980 and 1993. Thus the completeness of this sample was checked at four
different points:
1) By getting the official list from Department of Trade and Industry.
2) A list was also obtained from the Export Credit Guarantee
Department (ECGD) which confirmed the information found in the
DTI list.
3) By checking at the Glasgow conference the completeness of the D.T.I
list.
4) By seeking further information in the early Questionnaire.
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3.6	 The methodology in relation to the development of the
model and the hypotheses in each chapter
The starting point of the research was that several construction companies
interviewed indicated that they had problems in the cultural aspect of
their international joint ventures (ijv's) with Saudi partners. In fact, they
needed to employ American managers because British managers were
lacking in the cross cultural styles needed.
The researchers hypotheses, therefore, was that culture problems affected
the work of the ijv's with Saudi partners. Thus as a pilot study he
interviewed members of managers, and found that the problem seen
initially was verified.
The next stage was the first Questionnaire which investigated jv selection
policies and cultural matters, and it was found from the results (Chapter 4,
Tables 4.10 and 4.15 - 4.17) that there was little use of the computer in
selection, on risk analysis, and that culture was considered an important
problem. Thus a model was need to diagnose the culture problem
between the British and Saudi partners.
Chapter 5 returned to the literature more selectively and in more depth, to
argue for the model, its sub-models and the levels of the model. The
chapter also included important reference to the first sub-model which
was mainly based on real life interviews with expert managers.
The initial interviews and the literature surveyed followed by the pilot
study and first Questionnaire revealed serious problems in cross-cultural
aspects. This revealed a need to study the problems in greater depth. The
second Questionnaire (case study) investigated the ijv in relation to the
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three sub-models and their elements and confirmed the detailed structure
of the model. Chapter 6 looked at the ijv in general, Chapter 7 focused on
the individual project and introduced the concept of the difference in
perception of ideal and actual for the elements of the sub-models, which
was to be developed in great detail in Chapter 8.
It can be seen that Chapters 4-7 showed the development of the model up
to final stage. Chapter 4 revealed the need for the model, Chapter 5
showed the model and its three levels. Chapter 6 confirmed the levels of
the model by export respondents. Chapter 7 confirmed the previous work
on the model but particularly introduced the concept of quantitative
treatment which was to be developed in Chapter 8.
Chapter 8 gives a detailed quantitative analysis of the degree of success of
the ijv project management team in cultural aspects. The model is
analysed numerically on the basis of perceptions to the expert
management team co-ordinators of ideal and actual situations in the
cultural factors of the model. At the sub-model and element level the
degree of success was found quantitatively and on this basis an overall
qualitative view could be made.
The hypotheses of the thesis were tested by extensive literature survey, by
Questionnaire results, by many interviews with expert managers, and by
detailed analysis of data collected by Questionnaire. The hypotheses were
confirmed by the various chapters as follows:
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Table 3.1
	 Hypotheses in relation to each chapters
Chapter	 Confirmation of hypotheses
Chapter 2
	
H1 and H2
Chapter 4	 H1 , H and H3
Chapter 5	 H3 and H5
Chapter 6
	
H1 , H2 and H3
Chapter 7	 H3 and 1-14
Chapter 8	 H4 and H5
3.7	 General stages in methodology
The stages in the methodology are outlined below:
(i)	 A pilot study involving a preliminary Questionnaire and interview
to formulate the main and detailed hypotheses from previous
research and 'real life'.
(ii) A first Questionnaire examining a range of factors concerning the
degree of success of the international joint ventures in general.
(iii) A second Questionnaire ( comprehensive case study) which not
only led to questions on the specific project in the joint venture but
sought to identify important aspects of the management team in
joint venture success, in particular in relation to cultural factors.
(iv) The creation of a model which could be used to test two of the
research hypotheses (H4 and H5) and the degrees of success of the
international joint venture projects.
3.7.1	 Detailed stages in the methodology
The detailed stages in the methodology are given below.
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3.7.1.1	 Pilot study work, and preliminary hypotheses
Before starting the pilot study which led to the general hypothesis on
which the thesis study is based, a number of alternative hypotheses for
possible study in various directions were considered. These can be found
in Appendix B ( Differences in British and Saudi management styles);
Appendix C ( Organisational change required in joint venture partners);
Appendix D ( Main factors of success or failure in doing business with a
Saudi partner). This led to various models in relation to joint venture
performance (with reference also to Lansley) and to the concept of trust
structure. The trust structure was put forward by those interviewed and re-
presented to them in a model for their comment and modification;
Appendix E (Various contingency models in relation to the joint venture,
concerning external and internal factors, the latter also leading to the
concept of trust structural style in the joint venture). The above work led
to a detailed approach to contingency models and management styles of
joint venture projects Appendix E.. This latter approach involved
presenting an outline of the three sub models of the thesis (trust structure,
culture, decision making) to the expert managers for their comment and
weighting of the importance of the various elements. In this pilot
approach, which consisted also of extensive interviews to back up the
Questionnaire work and validify the model, the expert respondents
indicated the importance of all the elements in all three sub-models.
The first Questionnaire was modified after being presented to expert
managers and research workers in the department of Civil Engineering at
Loughborough University.
The case study Questionnaire (Second Questionnaire) was also modified
many times after pilot presentation to the same people as above to
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produce a final version which was the basis for the final model in chapter
8 Appendix F. Appendix J contains earlier versions of Questionnaire
which were later modified.
3.7.1.1.1	 Pilot study, literature survey and final model versions
From the various pilot study approaches and from the wide reading
carried out to establish cultural factors affecting the degree of success of
international joint ventures the three levels of the model were finally
established. The culture and decision making levels arising from the
literature search (see below) were confirmed by reference to the expert
respondents, and the elements of the trust structure level were defined
and confirmed by these same experts in extensive interviews.
At this stage the hypothesis that cultural factors affect the successes of the
international joint venture had become strongly apparent, because of the
discussion with the expert international joint venture managers and this
allowed the more detailed examination in Chapter 4, based on the First
Questionnaire.
3.7.1.2	 First Questionnaire
The first stage of knowledge elicitation consisted of obtaining detailed
information on how British multinationals choose their joint-venture
partners, through a survey Questionnaire (Questionnaire number 1, joint
venture Policy and Selection Determinants, Appendix A).
3.7.1.2.1	 Questionnaire objectives
The Questionnaire was designed to achieve the following objectives:
i)	 to determine combination and choice of partner
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ii) to determine the number and length of projects and overall joint
venture experience
iii) to investigate policy and determinants for selection of joint venture
partners
iv) to investigate joint venture equity structure
v) to discover difficulties facing the company in joint venture work in
Saudi Arabia
vi) to elicit decision making factors in the joint venture
vii) to investigate success factors for the joint venture
3.7.1.2.2	 Information about the company
The first part of the Questionnaire seeks information about the
combination of partners in the joint venture and the importance of
choosing a particular type of partner in the perception of the respondent.
Combinations might include for instance contractor and contractor,
contractor with materials supplier and so on. This part also seeks to
determine the number, type and length of projects that have been
undertaken from 1980 to the present time and the experience that the
company has had in joint venture work.
3.7.1.2.3	 Joint-venture's policy and methods
The second part of the Questionnaire is designed to investigate the policy
of the company in setting up joint venture partnerships in Saudi Arabia
in relation to written guidelines, staff involved in the selection process,
use of computers in the process, the advantages looked for in Saudi Arabia
such as exemption from tax liability, access to long term interest-free
credit, special tariffs for electricity and water supply, and detailed reasons
for entering the joint venture in Saudi Arabia such as financial, technical,
competition, market share risk, ... etc.
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It also seeks to determine the equity structure of the joint venture that the
company has engaged in and whether the company has engaged in any
other joint venture than with these equity structures, and whether these
were in Saudi Arabia, or what countries were involved.
37.1.2.4	 Joint-venture determinants
The third part of the Questionnaire considers the determinants in the
selection of a joint venture in Saudi Arabia and the degree of importance
to the company of individual determinants, such as managerial, technical,
cultural, market, strategy, ... etc. It also looks at the difficulties facing the
company when they first moved to Saudi Arabia for the joint venture
such as competition, different values, government restrictions and so on.
	
3.7.1.2.5	 Decision making
The fourth part of the Questionnaire seeks to elicit factors which the
company considers in making their decisions and the importance which
they place on these factors, such as financial standing of partner, the
partner's experience in the market, co-operation, profit and so on. This
part also seeks to elicit general information about the importance of factors
relating to the success of the joint venture and risk involved. These
factors include top management, organisational strategy, structure,
culture, communication and decision making processes.
	
3.7.1.2.6	 Questionnaire survey response
First Questionnaire and the second attempt:
A total of 27 were usable out of 31 sent out, and four of the Questionnaires
were sent back incomplete, a return rate of 87%, which according to
Runnel and Ballane (8), is a good response. In Chapter 4 a simple statistical
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method, the ranking method, is used, because it was appropriate to
determine the relative importance that the expert respondents put on
various factors affecting the degree of success of the international joint
ventures. The use of this method was advised by the Department of
Human Sciences and Management Studies at Loughborough University of
Technology.
3.7.1.3	 Second Questionnaire (Comprehensive case study by
Questionnaire and interview)
The second stage of data elicitation consisted of seeking detailed
information on how British multinationals work with their Saudi
partners, through a comprehensive case study Questionnaire and
interview (see Appendix F- Case Study and Model Development
Questionnaire). This case study was to discover the main aspects of their
work to determine success or failure, information about different projects
completed in the Saudi market, and then gradually further detail on
specific projects chosen by the managers to discover information related to
their joint venture structure with the partner, reason for selecting this
project, financial information related to the project, and the management
team in this project in relation to their skills. Finally, it looked towards a
Joint Venture Model to determine their degree of success in relation to
these specific projects in relation to trust structure styles, culture, and
decision making styles.
3.7.1.3.1	 Development of the second comprehensive Questionnaire
The development of the second Questionnaire was a lengthy and arduous
process. First a Questionnaire was developed based on literature sources
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which was not entirely appropriate to real life situations. The second
Questionnaire related to success and failure. The researcher tried to get
the respondents to fill in this Questionnaire but they said that it was too
sensitive because it was trying to elicit information from two parties -
themselves and Saudi partners - and this inhibited them from responding.
It was then attempted to develop a third Questionnaire through
interviews with the chosen respondents during an arranged meeting.
This Questionnaire also encountered problems in that the respondents
could not understand certain questions, considered others inapplicable,
and would not provide time for more detailed discussion. Before coming
to development of the fourth Questionnaire, a number of open-ended
questions to the respondents was presented, backed up with suggested
models of success and failure, but still detailed responses were not
forthcoming. The researcher followed this up with interviews which
were secured with the help of Professor Victor Torrance, his supervisor.
After these interviews a final Questionnaire was developed, number four,
as the combination of Questionnaire two and three, with added open
ended questions. The Questionnaire now led from the general picture of
the joint venture to specific projects and finally to the management team
in relation to the joint venture project. Models presented in the
Questionnaire were based on the later interviews mentioned above.
3.7.1.3.2	 Objectives of the Second Questionnaire (Case Study) and
interviews
The case study Questionnaire and interview were designed to achieve the
following objectives:
i)	 to elicit the joint venture background-type and structure of
company.
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ii) to discover reasons for choosing a joint venture partner.
iii) to determine certain features of the joint venture in terms of such
factors as trust, aims and objectives
iv) to elicit information on the specialisation of the joint venture
company in the Saudi market.
v) to determine the structure of the joint venture between the British
and Saudi company, in relation to responsibility
vi) to discover the development of the company, including such
aspects as, business, trust, ... etc.
vii) to elicit information about specific projects, including background
information and degree of success
viii) to investigate the decision support system for the joint venture
project
ix) to examine the structure of the joint venture in relation to the
particular project
x) to elicit financial information about the particular joint venture
project
xi) to investigate the decision support system for the management
team for the project
xii) to obtain information as a basis for models of the project
management team
a) The management team structure
b) The trust structure styles for the management team and their
ideal combinations
c) The cultural styles and their ideal combinations
d) The decision making styles of the team and their ideal
combinations
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3.7.1.3.3	 Case Study Questionnaire format
The detailed development of the case study Questionnaire has been
discussed earlier (3.5.2.1). The format is as follows:
3.7.1.3.3.1	 Joint venture background
3.7.1.3.3.2	 The specific project
3.7.1.3.3.3 The management team in the project
3.7.1.3.3.1 Joint venture background
The first part of the Questionnaire seeks to elicit the background of the
separate companies involved in the joint venture including the company
structure (combination of types of company). Details are sought on
selection of the Saudi partner, including reasons for selection such as
assistance in market entry, advice on political, cultural and legal matters,
advice on local suppliers, contacts, ... etc. Features of the joint venture are
elicited such as, trust, aims, and definition of purpose. The scale of the
joint venture and the compatibility in size and experience are looked for,
and many other features such as autonomy, need for partner,
collaboration, communication, ... etc.
Information is sought for projects that have been completed by the
company in the joint venture market, the company specialisation in the
Saudi market, joint venture project size and decisions related to
profitability and liability. Different joint venture structures in relation to
different projects, used by the company with the partner under
consideration and with others in the Saudi market, are investigated.
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Information is sought on how the business and relationships have
developed including such features as trust, responsibility, autonomy and
flexibility.
3.7.1.3.3.2	 The specific project
The second part of the Questionnaire examines the specific project in
terms of classification and type, details of the partners, British and Saudi,
progress of the project (length and completion) and degree of success.
Information on the decision support system for the project is sought,
including location, contract period, complexity of the project, relationship
with dient, credit worthiness of client, type of contract, finance availability
for the joint venture, number of bidders in the project, client
requirements, management and availability of expertise in the project.
The structure of the joint venture project in relation to responsibility of
the partners is elicited, including financial information about the project,
in relation to factors such as equity, total turnover and percentage of the
profit.
The final information sought in this part is the decision support system
for the management team in relation to this project, with factors such as
technical skills, personality, experience internationally, experience in
similar projects, flexibility, trust, responsibility, autonomy, experience in
joint ventures, communication, cultural knowledge, understanding the
importance of economic and technological conditions, understanding
governmental and political conditions and motivation.
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3.7.1.3.3.3	 The management team for this project
This final part of the case study Questionnaire seeks information on the
management team structure in this project in terms of nationality, level
and function. Management trust structure styles such as trust, flexibility,
responsibility and autonomy are examined and perceptions of their ideal
combinations sought. It also examines management cultural styles such
as Power Distance, Uncertainty Avoidance, Masculinity, Individualism
and the ideal combination perceived by the management co-ordinator.
The final set of factors examined in the same way is that of decision
making styles - Activist, Reflector, Theorist and Pragmatist. Once again
managers' perceptions of their ideal combinations in the team are elicited.
Thus the model was shaped at the three levels, trust structure, cultural
styles, and decision making styles.
3.7.1.3.3.4 Second Questionnaire (Case Study) and interview response
Second Questionnaire:
After detailed analysis of the Questionnaires I and further discussions
with the researcher's supervisor on the results, it was decided to
interview all the companies as the response was very high. It was very
difficult in the second approach as most of them were unwilling to be
interviewed. The number eventually interviewed was 20 companies. A
total of 15 were usable out of the 20 interviewed, a return rate of 75%. Five
of the Questionnaires were incomplete in relation to the model, due to the
sensitive nature of the information.
3.7.1.3.3.5	 Analysis by ranking
In Chapters 6 and 7 the analysis is again based on the ranking method. It
was important to find the relative importance placed on different features
for the international joint ventures in general (Chapter 6). In Chapter 7 it
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was used first to rank various aspects of the specific project, then to apply
to management selection features and finally to make a preliminary
examination of differences between ideal and actual scores for the fifteen
companies on the cultural factors to be used in the model.
3.7.1.3.3.6 Analysis of degree of success by Eudidean difference
The quantitative approach in Chapter 8 begins with sets of perceived ideal
figures and figures for the actual situation in the project management
team. First, because there were in the sample half contractors and half
other types of company, before the figures were analysed it was necessary
to check the differences in the perceptions of each group. It was found that
there was no significant difference, and so they were treated as one group
(see Quantitative Approach to the Model section 8.11).
It was first attempted to use non-parametric methods, but these were
found to be inappropriate because they did not produce a clear distinction
between different degrees of success. Thus the researcher tried to use a
computer programme instead, on the advice of the computer programmer
in the Computing Department at LUT.
Three mathematical methods were considered. First calculation from the
square root of the sum of the square of the differences; second calculations
based on the sum of the absolute values of the differences; third sum of
the square of the differences.
On the advice of Professor King of LUT, Management Studies Department,
and from study of the book Theory and Application of Numerical
Analysis by C. Philips and P. Taylor(see Chapter 3 for ref.), it was decided to
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use the first of these methods, also known as the Euclidean difference,
which is a widely used method. The equation of this method:
Jx, -
can be used to show the difference between ideal and actual (i.e.
actual/ideal mean; actual/ideal of company); and ideal mean/ideal
company in the three approaches (see Chapter 8)
The difference values of each style have been scaled to the range 0 to 10
using linear interpolation such that the maximum difference is scaled to
10 then in order to decide the degree of success of each company we divide
the region into 4 sub-regions such that:
Table 3.2	 Example to show the degree of success and the range
from 0 to 10
Degree of success	 Statement	 Range
H.S.	 Very close	 0-2.5
M.S.	 Close	 2.5-5
B.S.	 Far apart	 5-7.5
Fail	 Very far apart	 7.5-10
3.7.1.4	 Model building
As the research progressed on the basis of the hypotheses (Chapter 1) and
by way of pilot study and the various Questionnaires and interviews
discussed previously in this chapter, the details of the model were shaped.
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3.7.1.4.1	 Basis of thesis model
On the basis of the data collected from the second and final part of the case
study Questionnaire (see above) it was decided to construct a model which
would examine the degree of success of individual companies, based on
their individual perceptions and on the perception averaged for all the
companies taken together. By 'degree of success' is meant the match
between perceptions of the ideal mean situations and perceptions of the
actual individual company situations, that between the company's own
ideal and actual situations, and that between the company's own ideal and
the ideal mean.
Thus for a considerable portion of the model there was quantitative
measurement, the validity of which was strengthened by the three
approaches noted above.
3.7.1.4.2	 Development of the model
From the many interviews conducted with construction industry experts,
often with more than 20 years international joint ventures experience (see
Table 6.5, Chapter 6), it was felt that a model was needed to determine
degree of success of management teams in respect of cultural factors. Thus,
based on this need and on the literature, some of the hypotheses of this
thesis were formulated and research was directed towards the final
production of a dynamic model was built (Chapter 8) to discover the
degree of success of the joint venture in specific projects based on
management team trust, structural styles, cultural styles, and decision
making styles. It was noted that the sample questioned had also been
involved in many other projects besides the one about which they were
specifically questioned.
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In the progress towards the final model a very large range of previous
research was consulted, ideas incorporated and modified and suggestions
taken into account. The most important research areas studied are
discussed in Chapter 5 and the main influences on the model are seen to
be those of Hofstede and Lansley. Hofstede's international cultural factors
were not presented as a model but the researcher was able to use his
elements in the present model on the basis of discussion with the
construction industry experts. Lansley's research related to decision
making was concerned with the construction industry but in the U.K., not
the international context. The researcher again consulted and interviewed
many experts, as above, and found that these decision making elements
could be applied to the international joint ventures. The trust structure
elements were apparent in the literature, but not in any systematic form,
these elements were almost entirely taken from the views of the
construction industry experts who perceived a problem, which the
researcher formulated, and confirmed with these same experts. The factors
arising from the literature were also checked and confirmed with the
experts. Thus a number of factors were formed into a systematic model,
comprising the three sub-models.
The expert managers interviewed stressed that cultural problems were one
of the main hindrances to success in their international joint ventures
business with Saudi Arabia and thus were keen for the researcher to
develop a systematic approach to monitoring the success level in cultural
factors.
The attitudes and suggestions of the companies interviewed helped to
focus on the final model. This model was thus based on a combination of
previous research and interviews with experts both academic and
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industrial. The actual findings in Chapter 7 and also in Chapters 4 and 6
(see Tables 4.17, 6.13 and 7.6 and also 7.8, 7.9 and 7.10) give support for the
building of the detailed model and its testing of hypotheses 4 and 5 as
presented in Chapter 8.
3.8	 Testing of hypotheses in relation to the model
The model noted above which included factors of trust structure, culture
and decision making, which affect international joint venture success, was
used to test hypotheses 4 and 5 by reference to data collected from expert
team leaders in United Kingdom joint venture construction industry
projects with Saudi partners. This data was used to compare perceptions of
ideal and actual situations in their companies' joint venture project
management teams, by the expert team leaders, and thus to quantify the
degree of success in the various elements of each sub-model, according to
those experts, and to arrive at an overall qualitative view (see Chapter 8).
How far the hypotheses of the thesis were to be proved or disproved is also
to be presented in Chapter 9 with detailed reference to the results of each
chapter.
3.8.1	 Basis of thesis model
On the basis of the data collected from the second and final part of the case
study Questionnaire (see above) it was decided to construct a model which
would examine the degree of success of individual companies, based on
their individual perceptions and on the perception averaged for all the
companies taken together. By 'degree of success' is meant the match
between perceptions of the ideal mean situations and perceptions of the
actual individual company situations, that between the company's own
ideal and actual situations, and that between the company's own ideal and
the ideal mean.
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Thus for a considerab'e portion of the mode1 there was quantitative
measurement, the validity of which was strengthened by the three
approaches noted above.
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CHAPTER FOUR
ANAYSIS OF QUESTIONNAIRE RESULTS
(QUESTIONNAIRE 1)
CHAPTER FOUR
ANALYSIS OF QUESTIONNAIRE RESULTS (QUESTIONNAIRE 1)
4.1	 Introduction
This chapter presents the results of a Questionnaire survey (first
Questionnaire) on companies in the construction industry who have engaged
in joint ventures in Saudi Arabia, with a Saudi partner. There are four parts
to the Questionnaire: the company background; the joint venture policy; the
joint venture determinants and factors and elements related to decision
making.
In analysing the data, the main approach was to rank various factors, and to
find their importance. Such a statistical approach is particularly appropriate
to a study of this sort which is concerned with human resources. (1,2,3)
4.2	 The company background
All the companies who participated in this Questionnaire have joint ventures
with the Saudi partners.
4.2.1	 Usable replies from the companies
Out of the 31 companies who had joint ventures in Saudi Arabia 27 were used
for the analysis. 25 of these indicated an interest in receiving the results of the
research.
104
Table 4.1 Usable replies from the companies
Companies Surveyed
	
Usable Replies	 %	 Interest in the Results
31	 27	 87	 25
4.2.2	 Strucfure of British companies with partners and the ranking
of partnerships
Tables 4.2 and 4.3: presents the type of U.K. construction industry
company surveyed and the type of their partner. The combinations vary
from Contractor with Contractor, to Contractor with Trader, Quantity
Surveyor with Consultant and so on. The British companies were asked to
rank the success of the company structure based on these conditions in a
range of 1 - 5. Some were very happy with their partner (ranking 5) others
ranked the success of their partnership in respect of their partner as low as I
on the scale. Half the companies surveyed were contractors, the remainder
were various other firms involved with the construction industry.
Table 4.2: presents the four types of combination of contractors with
various types of company, contractor with contractor represents 11.1% of the
total, contractor with trader 26%, contractor with bank 3.7%, and contractor
with client 11.1%. The total of British contractors in combination with other
companies was 51.9% of the whole range of companies investigated.
Table 4.3: presents again various combinations of companies, British with
Saudi. 22.2% of this group were consultant with consultant, 11.1% sub-
contractor with contractor, and various other combinations each 3.7% (i.e.,
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one company in each combination). This total group represented 48.1% of the
whole.
Tables 4.2 and 4.3 show that companies of the same type or similar in
nature of work ranked their partners higher than those of different type. So
the most successful companies are those with the most appropriate
combination with their partners and vice versa.
This result also verifies the real life situation as the writer interviewed the
companies and found that the failures for example in Table 4.2 in the case of
the contractor and the Bank were due to the different nature of work.
Construction work needs a partner who understands the complexity of the
nature of construction work.
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Table 4.2 Combination of British contractors with various Saudi types
Combination No.
	 Combination Type	 Company No Rank Type 	 Total %
1	 Contractor	 1	 3
&	 2	 4
Contractor	 3	 5
________________	 Total 3	 Average 4	 11.1%
2	 Contractor	 1	 3
&	 2	 5
Trader	 3	 5
	
4	 5
	
5	 3
	
6	 2
	
________ 7	 3 ___
________________	 Total 7	 Average 3.7	 26%
3	 Contractor	 1	 1
&
Bank_____________
________________	 Total	 1	 Average_1.0	 3.7%
4	 Contractor	 1	 5
&	 2	 5
Ojent	 3	 5
Total	 3	 Average 5
	
11.1%
	
Total Companies 14	 Total(%)	 51.9%
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Table 4.3 Combination of non British contractors
with various Saudi types
Combination No.
	 Combination Type	 Company No Rank Type 	 Total %
1	 Consulting	 1	 5
&	 2	 4
	
Consulting	 3	 3
	
4	 3
	
5	 3
	
6	 5
	
_________________ ___________________ Total 6
	
Average 3.83
	
22.2%
2	 Q.S.	 1	 5
&
________________	
Consulting	 _____________ ____________ _______
	
_________________ ____________________ Total I	 Average 5
	
3.7%
3	 Sub Contractor	 1	 1
&	 2	 4
	
Contractor	 3	 5
	
_________________ ___________________ Total 3
	
Average 3.3	 11.1%
4	 Mat. Supplier	 1	 4
&
___________________	 Client
_______________	 Total I	 Average 4	 3.7%
5	 Transport	 1	 3
&
	
Other types	 _____________ ____________ _______
	
___________________ Total 1	 Average 3
	
3.7%
6	 Build. Manufact 	 1	 J	 5
&
Build Manufact
	
Total I	 Average 5
	
3.7%
Total Companies 13	 Total (%)
	
48.1%
4.3	 Length of contract
Table 4.4 indicates the number of projects completed by all the companies,
and whether they were on long or short-term contracts. There were about
twice as many long-term contracts as short-term.
Table 4.4 Number of projects completed by all British companies
Typeof Contract(_No[_%
ShortContract	 103+	 33.4
Long Contract	 205^	 666
	Total 308+
	 100
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4.4	 Types of joint venture project completed
Table 4.5 indicates how many companies were engaged in each type of
project. For instance, 21 out of the 27 respondent companies were engaged in
industrial buildings by far the largest number of companies engaged in any
particular project.
Table 4.5 Type of projects completed by all British companies
No	 Joint Venture Project Completed 	 No	 %	 Rank
1	 Industrial buildings	 21	 28	 1
2	 Public buildings	 13	 17.3	 2
3	 Civil engineering	 12	 16	 3
4	 Commercial buildings 	 10	 13.3	 4
5	 Residential buildings	 10	 13.3	 4
6	 Other work	 9	 12	 5
Total 75
4.5	 Number of joint venture projects undertaken
Table 4.6 shows the numbers of companies engaged in various numbers of
projects (i.e.<3, 3-6, >6). Thus 15 out of the 27 companies participating had
more than 6 projects. Some in this latter category had more than 100 projects.
Table 4.6 Percentage of approximate projects completed by the British
companies in different categories
No of Joint Venture Projects	 Companies Participating 	 %
Less than	 3	 7	 25.93
Between	 3-6	 5	 18.52
More than	 6	 15	 55.55
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4.6	 Location of joint venture projects
Table 4.7 shows the number of joint venture projects located in the different
regions of Saudi Arabia. There appears to be a fairly even spread of projects
throughout the country.
Table 4.7 Number of joint venture projects and their location
in Saudi Arabia
Location of J.V. Project	 (	 No	 %
I Eastern Province	 20	 37.74
2 Central Province	 17	 32.08
3 Western Province	 15	 28.30
4 Northern Province	 1	 1.89
Total 53
4.7	 Period when joint venture projects were carried out
The number of companies engaged in joint venture projects are separately
listed for three periods pre-1980, 1980's and 1990's. There was a sharp rise in
the number of British companies engaged in joint venture projects in Saudi
Arabia in the 1980's and the trend appears to be continuing in the 1990's.
Table 4.8 Period of joint venture projects carried out
Period of Projects in Saudi 	 (	 No	 %
I J.V. Before 1980	 13	 26
2 J.V. 1980's	 23	 46
3 J.V. 1990's	 14	 28
Total 50
110
4.8	 Years of British experience in joint ventures
The general experience of the construction industry companies surveyed in
joint venture work is shown in Table 4.9 as a number of years. The great
majority (81.5%) of the companies had over ten years joint venture
experience.
Table 4.9 Years of British Experience in international joint venture
Years of British Experience in 1.J.V.	 No	 %
1 Less than 5 years	 1	 3.71
2 5tolOyears	 4	 14.81
3 More than 10 years 	 22	 81.48
Total 27
4.9	 Joint venture policy
4.9.1	 Company method in selecting joint venture partners
Table 4.10 presents various methods used by companies in selecting joint
ventures, and numbers of companies using each of the methods. It is
noteworthy that only 3 companies stated that they used a computer system
for joint venture selection. A large proportion of the companies relied on
reports by staff members.
Table 4.10 British policy in international joint venture partner
selection
Company Policies in I.J.V. Selection	 No	 %
1 Written policy for J.V. Selection 	 8	 25.000
2 Staff members collating information on JV's	 10	 3 1.250
3 Use a computer system for P1 selection 	 3	 9.375
4 Reliance on reports by staff members for JV
	 11	 34. 375
Total 32
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4.10	 Advantages to UK companies in Saudi Arabia
Three advantages, tax exemption, long-term interest and cheaper electricity
and water were presented for ranking by all the companies on a scale of I to
5. The most popular advantage was exemption from tax, although all are
considered of some importance (Table 4.11).
Table 4.11 Advantages to British companies in Saudi Arabia
4.11	 Reasons for joint ventures in Saudi Arabia
A similar ranking (Table 4.12) was requested on the reasons for seeking joint
venture work in Saudi Arabia. The highest categories of reason for joint
venture were financial, market opportunity, business expansion, knowledge
and information, and competitive advantage.
Table 4.12 Reasons for joint venture in Saudi Arabia
Reasons for I.J.V. in Saudi Arabia 	 Total	 Rank
Points
I New market opportunities 	 110	 1
2 Knowledge and information	 107	 2
3 Competitive advantage	 105	 3
4 Financial	 104	 4
5 Business expansion 	 104	 4
6 Skill and experience	 84	 5
7 Market share	 78	 6
8 Sharing risk	 75	 7
9 Technology	 62	 8
10 Co-ordinationof work	 56	 9
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4.12	 Degree of importance of type of joint venture partner to
British companies
Table 4.13 shows that the majority of companies prefer to go either with
design consultants or specialist sub-contractors.
Table 4.13 Importance of Saudi partner for British joint venture
Joint Venture Partner	 Degree of	 L Rank
______________________________________________	 Importance	 __________
I Design consultant	 15	 1
2 Specialist sub-contractor 	 10	 2
3 Client	 5	 3
4 Supplier	 3	 4
5 Project management 	 2	 5
4.13	 Equity structure of joint venture companies
According to the replies from the companies there is a fair balance shown in
Table 4.14 between equity and non-equity joint ventures (42% and 58% of the
total of projects respectively)
Table 4.14	 Equity structure between British and Saudi joint venture companies
Equity Structure	 No of J.V. Projects
____________________________________ 	 Completed	 __________
I Equity joint venture	 0	 195	 42
2 Non equity J.V.
	 265	 58
Total no. JV projects 460
4.14	 Selection determinants
Seven determinants for joint venture partner selection are shown in Table
4.15. Most emphasis was put on market conditions, Saudi partner strategy
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and legal requirements, also the cultural factor in Saudi and managerial factor
in Saudi were placed in high degrees of importance, so these results gives
basis on which to build the thesis model for the management team in relation
to the cultural aspect.
Table 4.15 British selection criteria for Saudi partners
Selection Determinants 	 Degree of	 Rank
Importance __________
I Local market conditions	 107	 1
2 Strategy of Saudi partner	 106	 2
3 Legal requirement 	 105	 3
4 Structure of Saudi partner 	 95	 4
5 Cultural in Saudi	 82	 5
6 Managerial in Saudi	 77	 6
7 Technical requirements	 =	 77	 6
4.15	 Major difficulties in Saudi Arabia
As shown in Table 4.16, one of the most important sources of difficulty was
that of different values and attitudes. This seems to correspond to the
responses on culture shown in the previous table. There is a connection here
between the results in Tables 4.15 and 4.16, Cultural features are rated as
highly in the selection of partners due to difficulties on the cultural aspects
when operating the joint venture.
As has been stated earlier this difficulty on the cultural aspect was expressed
many times in interviews with the expert managers. In Chapter 6 (see Table
6.4 and Table 6.5) we can see their position and experience in international
joint venture work and their support for the importance of cross-cultural
factors (see Table 6.10).
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Again the results from Tables 4.15 and 4.16 give the basis for building the
thesis model for the management team in relation to cultural aspects.
Table 4.16 Major difficulties in Saudi Arabia
Major difficulties in Saudi
	 j	 Importance J_Rank
1Government restrictions 	 95	 1
2 Different values and attitudes
	 87	 2
3 Competition from other companies
	 75	 3
4 Characteristics of the projects	 75	 3
5 Partners' policies and objectives 	 50	 4
4.16	 Elements for joint venture success
In Table 4.17 the highest ranking was given to top management as a feature
for success and organisational culture and the decision making process were
also rated quite highly. It is these features which are important in the models
of this thesis developed from the later Questionnaire. It was this kind of
indication which led the researcher towards the factors finally chosen for the
model in Chapter 8.
Table 4.17 gives high priority to the top management (127), Decision making
process (110), and organisational culture (104). Importance was given to
organisational culture (related to level 2 of the model) and decision making
process (related to the level 3) was ranked highly, achieving a score of 110.
This emphasized the importance of these two features of the model and their
confirmation by expert managers dealing with the real life construction
industry give support for the construction of the model for the Saudi/UK.
international joint venture in the construction industry.
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Table 4.17 Elements for joint venture success in Saudi
Elements for I.J.V. Success	 Importance	 J Rank
I Top management	 127	 1
2 Joint venture agreement/contract 	 111	 2
3 Decision making process 	 110	 3
4 Communication/information	 107	 4
5 Organisational culture	 104	 5
6 Organisational strategy	 101	 6
7 Organisational structure 	 83	 7
4.17	 Risk analysis
The final table notes the number of companies which had or did not have a
method for risk analysis. A very large proportion (82%) did not have a
method for this analysis. Thus a need is shown for a model which could
serve for risk analysis in respect of cultural factors.
In general joint venture selection is not carried out using a computer method
(see Table 4.10). This research focuses on a specific area of selection- the
management team and its cultural features- which is part of risk reduction
and uses a computer program in the modelling of cultural factors (see
Appendix H- Computer Program for Model Calculation).
Table 4.18 Number of British companies used a risk analysis
for international joint venture
Method used for Risk Analysis	 No	 %
I Companies having a method for risk analysis	 5	 18.5
2 Companies not having a method for risk 	 22	 81.5
analysis_______________ __________
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4.18	 Results in relation to hypotheses
This chapter is related to a number of hypotheses of the thesis. Support for
various hypotheses is shown by the results in several tables.
In supporting hypothesis 1, the effect of cultural features on the degree of
success is shown in Table 4.15 (selection determinants- a score of 82 for
cultural features); Table 4.16 (Difficulties in Saudi- a score of 87 for values and
attitudes); Table 4.17 (Elements for joint venture success in Saudi- a score of
104 for organisational culture).
The importance of hypothesis 2 shown in these tables. Table 4.16 shows the
importance of values and attitudes (The cultural aspect); Table 4.17 shows
the importance of decision making.
There is very important confirmation of hypothesis 3 in these tables. Table
4.10 showed, that most companies did not use a computer program, but used
written polices for international joint venture selection. In Table 4.18 it is
shown that very few companies had a method for risk analysis. This shows a
strong need for a model.
4.19	 Conclusion
In Table 4.15 cultural and managerial requirements in absolute terms gives
high rating as selection determinants. In considering the major difficulties of
working in international joint ventures with Saudi partners different values
and attitudes (i.e. culture) were ranked very highly as factors (see Table 4.16).
These two tables point strongly to the cultural basis of the model. In
international joint venture success great emphasis is placed on decision
making and top management as well as organisational culture and
117
communication. These point to both the second and the third sub-models.
Table 4.18 has a broader implication in that the majority of the companies
(82%) did not have a method for risk analysis, which is related to
management selection and to the other features of the model.
These findings gives an incentive to build on the earlier literature work
(Chapter 2) with a more focused argument (Chapter 5) and the interviews
with the experts in the international joint ventures with Saudi in the
construction industry on the importance for the model to serve them in the
management team selection. All this shows the need for a model due to
difficulties in working with a Saudi partner in the cultural aspect. In Chapters
6 and 7 the elements of the model are to be investigated with reference to
expert managers in the construction industry who are asked to give views
and rankings of various elements in relation to the sub-models. The case
study Questionnaire was thus designed to investigate the earlier findings in
greater depth and to produce quantitative data used in the final model . The
need for the model which was brought out in general terms in interviews
with a large number of experts is thus supported by the results in this
chapter.
Chapter 4 strongly confirms hypothesis 1 (see Chapter 1) on the important
effect of cultural factors on the degree of success of international joint
ventures and leads to consideration of the more detailed argument in Chapter
5 where the three levels and their relative importance are clearly seen
(hypothesis 5).
This give impetus to the detailed examination of the three levels and their
elements in Chapters 6 and 7 and especially to the development of the trust
structure elements (level 1) which were observed in very general terms, but
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not developed in any systematic detail in the literature. The second and third
level elements (of culture and decision making) were clear in the literature,
but need modification to fit the context of the British and Saudi construction
industry international joint venture. Support for the three sub-models (levels)
is summarised in Table 7.11.
Finally on the basis of data calculation of the differences in perception of ideal
and actual situation in the elements of the sub-models overall (Tables 7.8 -
7.10), the detailed analysis of the degree of success in the international joint
venture project management team is made in Chapter 8 confirming
hypotheses 4 and 5.
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CHAPTER FIVE
JUSTIFICATION FOR BUILDING THE MODEL
FOR
THE INTERNATIONAL JOINT VENTURE
CHAPTER FIVE
JUSTIFICATION FOR BUILDING THE MODEL FOR THE
INTERNATIONAL JOINT VENTURE
5.1	 Introduction
It has been seen from Chapter 4 that various aspects of culture are
considered to be important factors in the success of international joint
venture work. These included cultural and management requirements,
values and attitudes, decision making and organisational culture. The
trust structure feature had also been communicated to the researcher by
the experts in many interviews as an important factor to be considered at
this stage. The three levels of the model were thus emerging, the second
and third having been strongly indicated in the wide range of literature
reviewed (Chapter 2) and also having been supported by the experts (see
Appendix E). This chapter returns to the literature to focus on the specific
elements of the sub-models and the verification and support for the
elements. It was taken further to the international dimensions by
presenting to the experts in international joint ventures for their
modification as some of the elements (decision making) had been used
only in the U.K. and not in the international dimension (see Appendix E).
The chapter also points forward to look at the importance of these
elements by weighting in the view of those experts, before building a
model on the basis of the case studies (Chapters 6 and 7) and their detailed
quantitative analysis in Chapter 8.
The chapter thus examines the main works which relate to the elements
of the model and notes the support for these elements in the international
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dimension from the experts in the international joint ventures with
Saudi partners (see Appendix E).
5.2	 Cultural factors
The most important and direct contributions were by Hofstede and
Lansley, whose ideas were modified to fit the specific context of this thesis.
Hofstede provided factors, but not in model form. Lansley provided a
model but only in the United Kingdom context.
5.2.1	 Peters and Waterman
McKinsey's (1) 7S's structure, style, system, shared values (culture), staff,
strategy, skill, again are related quite closely to the models to be developed
here in that these models relating to international joint venture are
concerned with staff (management team) their cultural background and
values, the consequent styles of leadership, teamwork and decision
making, which affect the structure and systems of the joint venture and
the strategy of the joint venture company in general and individual
projects in particular. The 'soft' factors which are people, culture and
style, will affect the 'hard' factors which are the structure, system and
strategy. Thus if the venture has the right people, with the right
combinations of styles and blends of culture this may well lead to success
arising from the factors such as structure, system and strategy.
5.2.2	 Tayeb and Child
Tayeb and Child (2,3) give support for the influence of the cultural factor
on the success of cross-national organisations, of which the joint venture
is an important example. They stress that although contingency theory is
an important element, and political economy factors have a strong
influence, researchers in the field ought to place equal importance on the
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cultural perspective. In a particular cross-national study of organisational
structure and management style conducted in England and India, Tayeb
examines the validity of the contingency model and finds it to be
inadequate in certain respects, some relations not being explicable by the
conventional contingency model but connected with differences in socio-
economic and cultural traits. There is thus support for the idea of the
overall cultural model developed in this thesis.
5.2.3	 Hofstede
Perhaps the strongest advocate of the consequences of culture in cross
national organisations is Geert Hofstede (4, 5, 6, 7). His concepts of power
distance, masculinity, uncertainty avoidance and individualism are used
as a basis of a sub-model in this thesis. Hofstede examined countries and
areas world-wide and grouped them according to the above characteristics
as high and low. Of particular interest is the fact that the Arab countries
and the U.K. have certain shared and certain other differing characteristics.
5.2.4	 Pryce
Pryc&s (8) work is within the construction industry, which has relevance
to this thesis. His thesis examines financial success of the company in
relation to organisational culture and structure and system. The thesis
concludes that success is a function of matching strategy to environment
and organisational culture. His research model contains the elements
strategy, culture, structure and success, together with external
environment. Within the culture element there are the variable types of
culture, strength of culture and orientation of culture. The researcher
found that culture types affects strategy adopted and that culture
orientation affects formal structure. Companies with the best financial
performance were those which displayed strong culture. The present
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thesis concerns the effect of social culture, but this will strongly influence
organisational culture and the success of the company, in our case the
joint venture.
5.2.5	 Lansley
Lansley's models also relate to the construction industry. In one article
there are three models which concern team structure, organisational
culture and decision making (9).
	 -
Lansley's organisation structure model includes the elements of control of
the individuals' activities, integration of the individual's activities with
the firm's objectives and boundary regulations such as managing the
relationship with the environment or controlling the internal affairs of
the organisation.
The concepts in this model bear relation to the model in this thesis in that
the environment and how it can be managed is a factor, the autonomy,
flexibility, responsibility and trust of the individuals and team are
important elements, and the relationship of these with the success of the
joint venture is vital.
Lansley's management style model includes the features production
orientation, people orientation and corporate orientation. The present
thesis is focused on the cultural element of management style and also
related to the elements of Lansley's model in relation to the problem
solving ( see Chapter 2)
Lansley's (10) problem solving model is based on the Experimental
Learning Model of Kolb and the work of Belbin. It includes two
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dimensions, technical and organisational problem solving expertise. The
four decision making types Reflector, Theorist, Pragmatist and Activist are
discussed in relation to team success and used for the sub-model in this
thesis but in an international joint venture context. In Lansley's findings
it is stated that the compatible team can make rapid progress, but they do
not achieve spectacular performance. He seems to indicate that where
teams have differences between reasoning processes and a variety of
perspectives, yet where there is some compatibility, then high
performance can be achieved.
The work of Lansley (Problem solving model) has been taken into account
in the development of the decision making aspect of the sub model for
this thesis.
5.2.6	 Belbin
The importance of teams in the organisation and the factors which go to
make for successful teams have been explored by Belbin. (11)
5.2.6.1	 Team styles
In his research on the subject of management teams - their success and
failure - Belbin notes the need to be prepared for a full range of problems
and to have a team with the appropriate resources to tackle them.
5.2.6.2	 Team leadership
Leadership style needs to suit the leaders personality and he needs to 'fit'
the team. A question which needs to be asked is "How a does he apply
something that the team lacks."
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5.2.6.3	 Factors of success/failure
Among the factors relating to lack of success, morale is considered a
marginal factor, a result rather than cause of failure, but mental ability is
regarded as a key factor, lack of which poses "the gravest risks". Culture
can affect the degree of success, "anxious introvert" companies for instance
tending to perform poorly. Unsatisfactory team composition and
mismatched members can make teams ineffective, and individuals who
are a liability or "wreckers" can lead to lack of success.
5.2.6.4	 Winning teams
The team for production of good results was found to be the "classic mixed
team", which needs to be put together very skilfully.
Team size and creativity are other factors discussed by Belbin.
5.2.6.5	 Key team-roles
An interesting table of "useful people to have in teams" has been drawn
up by Belbin. The characteristics of the team should include these factors
(see Table 5.1).
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Table 5.1 Useful factors to have in team members
Type	 Typical Features	 Positive Qualities
Company Worker	 Conservative, dutiful,	 Organizing ability, practical
predictable	 common sense, hard-working self
____________________ ________________________________ discipline
Chairman	 Calm, self-confident controlled A capacity for treating and
welcoming all potential
contributors on their merits and
without prejudice. A strong sense
of objectives
Shaper	 Highly strung, out-going
	 Drive and a readiness to
dynamic	 challenge inertia,
ineffectiveness, complacency or
______________ _______________________ self deception
Plant	 Individualistic, serious minded, Genius, imagination, intellect,
_______________ unorthodox
	 knowledge
Resource	 Extroverted, enthusiastic,	 A capacity for contacting and
Investigator	 curious, communicative	 exploring anything new, an
_________________ ____________________________ ability to respond to challenge
Monitor-Evaluator Sober, unemotional, prudent 	 Judgement, discretion, hard-
_______________ ________________________ headedness
Team Worker	 Socially oriented, rather mild, An ability to respond to
sensitive	 situations, and to promote team
______________ ______________________ spirit
Completer- Finisher Painstaking, orderly 	 A capacity for follow-through,
conscientious, anxious 	 perfectionism
It is important to note that some of the typical features mentioned here
could also be related to cultural characteristics.
5.2.6.6	 Belbin's conclusion
In conclusion Belbin states "Good examples of our eight types would
prove adequate for any challenge, although not all eight team roles are
necessarily needed. He states "What is needed, are people who balance
well with one another." This idea of a balanced management team
contributing to success in a joint venture is one of the main elements of
this thesis and its models.
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5.3	 The effect of group homogeneity / heterogeneity
A specific aspect of team composition, relevant to joint venture team
composition is the issue of homogeneity or heterogeneity. In his
dissertation "The effects of group homogeneity-heterogeneity based on
cognitive style on the quality of group decision-making" J
. J. Kandell (12)
examines what characteristics such groups have and for what tasks they
may be most effective. A homogeneous group is seen to be one where all
members are similar in at least one dimension. One opinion is that
homogenous groups are better performers owing to easier
communication, higher cohesiveness and motivation to be part of the
group. Certainly for what are called 'conjunctive' tasks, which members
must work on co-operatively to complete, homogeneity has been
considered by some to be preferable. A heterogeneous group demonstrates
differences within the membership. A widely held view is that
heterogeneous groups are preferable for most group tasks because of the
variety of ideas and abilities in the different members. It is thought that for
'disjunctive' tasks, which can be performed individually, heterogeneity
has greater potential, especially in areas such as complex decision making.
The following remarks from Kandell's 'discussion' section seem
pertinent: "Given the need for effective decisions on increasingly complex
and ambiguous problems being faced, the results of this study offer at least
some hope in aiding the decision making process. As the data suggest, it is
most helpful to include a variety of perspectives and cognitive styles when
confronting complex issues. While the most common applications might
be in the business world, virtually all settings would be appropriate sites
for using groups heterogeneous on cognitive style." The MODEL in this
thesis is to some extent related to the above aspects of team composition
and in particular how diverse types in teams can be brought together in
combination to give success.
127
Table 5.2
	
Features of earlier research work considered as a basis for
the model in this thesis
RESEARCHERS NAME	 ELEMENTS OF SUCCESS
1.Peters	 McKinsey's 7S's- structure, style, system, culture (shared
_____________________________ values), staff, strategy, skill.
2. Tayeb & Child
	
	 Cultural factors in cross-national organisations,
including joint ventures, inadequacy of contingency model
_________________________ alone.
3. Hofstede
	
	 Cultural factors in cross-national organisations, (power
distance, uncertainty avoidance, masculinity and
_____________________________ individualism)
4. Pryce	 Organisational culture and environment in relation to
financial success.
5. Lansley
	
	
Organisational structure model- environment and how it
is managed, management structure, style and problem
_______________________ solving models.
6. Belbin	 Factors for successful management team, styles,
leadership, success and failure, winning teams, key team
roles.
7. Kandell	 Homogeneity/heterogeneity and the usefulness of a
_______________________ heterogeneous group in decision making.
In addition there is a very large range of published research work which
relates to or supports the above views and elements of degree of success in
the management of organisations.
The many interviews at different stages with working companies and
experts such as Lansley, Bennet, Tayeb, King, Lawrence and many others,
together with the early Questionnaire responses revealed several of the
elements that are suggested in the above, and the ideas together prompted
the present researcher to move on to develop his own more specific
model based on both the former research and the real life response.
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The above developments together with the results in Chapter 4, especially
those on cultural factors (Tables 4.15 - 4.17) which emphasise the importance
of these factors, give support to develop a detailed examination of the model
based on the hypotheses.
This development is elaborated in Chapters 6 and 7, where the elements are
confirmed, and especially in Chapter 7 where the real life data is gathered
and the general differences in perception of ideal and actual situations are
made clear.
This gives support to the further elaboration in Chapter 8 of the thesis, which
contains a detailed analysis of the success/failure model, based on
international joint ventures in the construction industry, particularly with
regard to U.K. /Saudi partnerships.
5.4	 Development of the three levels of the model
The earlier work in the literature review (Chapter 2) and the findings of
Chapter 4, and also findings from interviews with the experts have been
focused and supported by the argument in this chapter. Peters , Tayeb and
Child, Hofstede and Pryce, lead to the second sub-model, which has used
Hofstede's cultural dimensions in particular. Peters, Lansley, Belbin and
Kandell are of great importance in the formulation of the third model. In
particular Lansely's model in decision making has been valuable, though in
this research it has been modified to suit the international joint venture, rather
than the U.K. situation. The first sub-model was mainly derived from a real
life view and situation.
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5.4.1	 Second level of model
In relation to the second level of the model the work of five researcher
appeared to be the most important in the literature.
5.4.1.1	 Hard and soft factors in relation to the degree of success
The 7 S's of McKinsey involve 'soft' and 'hard' factors. They all have an
effect on the success of the business, but it should be noted that the 'soft'
features of style and culture have an effect on the hard features also.
Thus the people involved are those who have created the structure and
the strategy of the company. Thus good soft features will provide good
hard features. This underlines the importance of cultural features in
business success.
5.4.1.2	 Cross - cultural factors in international business
Tayeb and Child provide much evidence of the importance of the crucial
'soft' factor especially related to the model of this thesis which is the cross-
cultural aspect in international organisations.
5.4.1.3	 Hofstede's international cross - cultural elements
Hofstede is even more relevant in that his cultural factors are used in
detail in the present model. Tayeb and Child (see above) also make much
reference to the work of Hofstede.
5.4.1.4	 Other literature sources and the second sub-model
Out of the many literature sources reviewed in Chapter 2, these three
main literature sources produce the second level or sub- model. In
particular this sub-model uses as its elements the cultural factors of
Hofstede. Thus according to these key researchers on cultural factors in
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business, and particularly international business, we can see the value of
the second sub-model.
5.4.1.5	 Organisational culture and its relation to the international
joint venture
The work of Pryce also refers to culture in the sense of organisational
culture, which in an international joint venture is a new culture formed
as the result of the coming together of two diverse cultures. Price's work -
gives a connection between the soft factor of culture and the hard factors of
environment and especially to a connection with financial success.
5.4.1.6	 The second level and its support by expert respondents
In developing this sub-model it was referred to the expert managers for
discussion (see Appendix E) of its use to examine the degree of success in
cultural features of UK/Saudi international joint ventures in the
construction industry. The elements were referred to these expert
construction industry managers, highly experienced in international joint
venture work in Saudi Arabia, for their confirmation. Thus the elements
were suggested by the literature and the findings from Chapter 4 and the
previous interviews which pointed towards the importance of these
elements, then discussed by the experts and formulated into the second
sub model.
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5.4.2	 Third level of the model
In relation to the third level of the model three areas of research appeared
to be most important in the literature.
5.4.2.1	 Lansley and the decision making styles
Lansley applies the learning styles work of Honey and Mumford to
decision making in the construction industry. This thesis is concerned
with the decision making of cross cultural management teams and thus
the decision making factors of Honey and Mumford used by Lansley for
the United Kingdom construction industry have been modified by the
researcher in this present thesis. This was done by presenting the elements
of the previous model to experts in international joint ventures in the
construction industry, with Saudi Arabia, and testing how these were
relevant and important in the real life international joint venture
situation.
5.4.2.2	 Belbin and the management team in relation to the
successful decision making
The importance of the team in all the aspects of the model is highlighted
by the work of Belbin. Although he was concerned with managerial teams
and their decision making in the United Kingdom in relation to their
degree of success, it is clear that many of his arguments apply very well to
the international joint venture, In particular one could quote a concluding
statement by l3elbin that " What is needed are people who balance well
with one another". This present research is directly concerned with a
balanced managerial team particularly focusing on cross-cultural features.
Although Belbin's Table of typical features and positive qualities of team
members (Table 5.1) is concerned with a United Kingdom or Western
context, it is concerned with people and their characteristic and the
132
differences in the types of team member could be strongly linked to
cultural characteristics. Indeed, in looking at the selection process for
international joint venture management the researcher found by
interview that such a systematic view as proposed by Belbin was not
present. The researcher found that it is very important to produce a model
that could help the international joint ventures systematically selecting
their managers internationally in relation to the cultural factors, or
training existing managers in this context.
5.4.2.3	 Homogeneity/ heterogeneity in group decision making
Kandell is much more specifically focused on the theme of
homogeneity/heterogeneity as related to group decision making.
The concept that for complex and ambiguous problems a heterogeneous
group of decision makes holds greater potential than a homogeneous one
underlies the ideas of success in the management team expressed by
Belbin and is related to the cross-cultural management team viewed in the
models in the present thesis.
5.4.2.4	 The third level and its confirmation
The third level of the model is thus based on the concepts of decision
making styles in management groups presented by the above writers
Lansely's model, however, was based on the UK whereas the present
model was formulated in relation to the UK/Saudi construction
international joint ventures. As with sub-model 2, this sub-model was
referred to the experts in the industry for their views and confirmation
(see Appendix E). Thus the elements were presented to and discussed by
them and formulated into the sub model.
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5.4.3	 First level of the model
The second and third levels of the model are based on the above literature.
When these concepts were taken to the real life experts for their comment,
although they were accepted, the responding experts in international joint
ventures put forward what they considered to be an even more important
aspect. This was the idea of trust, and the elements were worked out in
discussion and then confirmed by these managers. The factors in the first
sub-model had been mentioned in the literature (see Chapter 2) but were
not found to be systematically developed. Closely connected with this
factor are the three factors Flexibility, Autonomy, Responsibility, four
factors in all. This 'Trust Structure' feature is a vital sub-model within the
overall model which is the basis of an examination of degree of success of
joint venture companies in this thesis.
5.4.3.1	 The first level and its confirmation by experts
The first level was emphasised by those managers consulted as an
important factor in the real life situation between Saudi and British
partners. Thus the elements were raised by them, and discussed and
confirmed with them, and formulated into the sub model.
If trust is increased between partners many other features will be
enhanced. Trust improves confidence and respect, openness,
understanding and communication- which in turn leads to good decision
making (level 3). Trust is necessary to start the business; without it the
business cannot continue (see Table 7.6- support system for management
selection).
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5.5	 Modification of earlier work to form a preliminary model for
the international construction joint venture work in 3 levels
Many of the various factors in the work of the above writers have been
used in the present model. They are, however, generalised application, or
concerned with U.K. and the present thesis is concerned with a particular
situation i.e. the construction industry joint venture internationally and
indeed between the particular countries, Britain and Saudi Arabia. Thus
they have been modified and confirmed for the international work by
reference to the expert managers in international joint ventures in the
construction industry as a basis for the sub-models of the present thesis.
5.6	 Sub-models and levels
It is important at this stage to explain the connection between the term
sub-model and level. Three sub-model were confirmed but it emerged in
the extensive interviews and from Questionnaire responses by the experts
that at different level of importance could be attached to each sub-model.
This concept was discussed and confirmed by further discussion with
Professor Torrance. Thus the 'trust structure' was seen as crucial to even
start the business (level 1), cultural integration is necessary for its
successful continuance (level 2) and decision making while important is
concerned with efficiency rather than effectiveness (level 3). Thus the first
two levels are concerned with effectiveness of the international joint
venture, the third with its efficiency. This confirmation of the 'level'
structure supports Hypothesis 6.
5.7	 A preliminary model and the three sub models
The preliminary model was constructed in the three levels ( three sub-
models), to be tested in relation to the management team of a specific
project (see Chapter 8). These sub-models were shown to the expert
135
respondents, discussed, validated and developed further towards the final
model in Chapter 8. These three sub-models are shown in the Figure 5.1 in
the next page.
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PARENT	 PARENT
(Saudi)	 (British)
TRUST STRUCTURE OF THE
1st Level	 iNTERNATIONAL JOINT VENTURE
(EFFECTIVENESS)
CULTURE OF THE
2nd Level	 INTERNATIONAL JOINT VENTURE
(EFFECTIVENESS)
DECISION MAKING OF THE3rd Level	 INTERNATIONAL JOINT VENTURE
(EFFICIENCY)
FIGURE 5.1 A Preliminary model to determine the degree of success of
international joint venture
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5.8	 Results in relation to the hypotheses
Chapter 5 has selected the most important literature and draw on
extensive interviews with experts to formulate a preliminary model in the
three levels. It is thus supports both hypotheses 3 and hypotheses 5.
Hypothesis 3 can be seen in the results of Chapter 4, in extensive
interviews with experts, and the literature survey show the need for a
model and the possibility of three sub-models in that model. This chapter
focuses on the most important earlier research as shown in the literature,
on the views of expert managers interviewed and the results in Chapter 4
(see Tables 4.16 and 4.17) and proposes a preliminary model composed of
Trust Structure, Culture and Decision Making (The three sub-models).
Hypothesis 5 can be seen in the overall view of degree of success sought in
Chapter 8 which required the relative importance of the 3 sub-models to
be established. The argument in this chapter, as well as being literature
based shows that by interview with expert managers the Trust Structure
was found to be crucial for the start-up of the business (Thus level 1), the
cultural style was found to be essential to the successful continuance of the
business (Thus level 2), and the decision making aspect was thought to be
very important but not so vital as the first two. The first two determine
the effectiveness of the team in cultural matters, the third is concerned
with efficiency.
5.9	 Conclusion
The work of previous researchers together with the original work of the
present writer resulted in the hypotheses of this thesis (see Chapter 1) and
produced the concept of a model which would be developed and
elabora led for detailed quantitative evaluation of the degree of success of
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individual companies engaged in joint venture projects in Saudi Arabia in
respect of cultural factors (see Chapter 8). This concept had become obvious
from the work of the previous researchers focused upon in this chapter and
also from interviews with industry experts from a 'real life' point of view. The
range of literature presented in this argument for the model supports the
hypothesis that cultural factors have a major effect on the success of
international joint ventures and the 3 level structure of the model is also
indicated. Thus a preliminary model to determine companies' degrees of
success in cultural factors emerged and was taken to the expert respondents
for discussion and confirmation of the three sub-models. This gives support
for development towards a detailed model and its analysis. The detailed
elements of the model levels were subjected to a case study Questionnaire
and interview discussed in Chapter 6 and 7 and in the latter a preliminary
approach is described by which to quantify perceptions of these factors. The
quantitative approach is fully elaborated in Chapter 8.
So confirmation of 3 sub-models (levels) and the 4 elements of these sub-
models was made (see Appendix E) at this stage by the expert managers in
international joint ventures with Saudi partners. After this confirmation for
the elements in the 3 sub-models, it was decided to take them further in the
case study (second Questionnaire) to develop the detailed quantitative
method for the data in relation to each company. This quantitative method
can obtain the degree of success of each company in cultural aspects using
these elements in the 3 sub-models (Levels).
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CHAPTER SIX
THE JOINT VENTURE BACKGROUND
(SUCCESS/FAILURE)
CHAPTER SIX
THE JOINT VENTURE BACKGROUND (Success/Failure)
6.1	 Introduction
This chapter presents the results of the first part of the second
Questionnaire survey which examined in depth the joint venture
background (company type, joint venture structure), the selection of Saudi
partner (reasons for selection), and the features of the joint venture. The
survey goes on to examine the number of projects completed, joint
venture company work in various categories, project size and financial
details. The structure of the joint venture for those projects which have
been completed is considered, and the development of the joint venture
business.
Although this chapter is to a considerable extent concerned with a range of
background features in the international joint ventures. It does refer to
cultural factors as developed in the earlier chapters. There was 100%
agreement on the importance of cultural factors to the success of the
international joint ventures (Table 6.10). Cultural matters are considered
very important (Table 6.12) and a range of elements, trust,
communication, flexibility, autonomy, values and culture are rated by the
respondents in Table 6.13. These of the trust structure sub-model are
regarded as being highly important and this give a further basis for the use
of this sub-model in the final model to determine the degree of success in
cultural factors.
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6.2	 Access to respondents
After receipt of lists of appropriate companies working in Saudi Arabia
and gaining further information about companies who had worked in
Saudi Arabia in previous years, those companies who had not engaged in
joint ventures were eliminated by means of the first Questionnaire, which
was used both to gain general information and to find out which
companies were not concerned with joint venture work.
A lengthy process of contacting the possible respondents was carried out,
not only contacting the company in general terms but seeking the
appropriate person in the company with the right knowledge and
experience. The research aims were explained and interviews were set up.
This was an extremely difficult stage of the research as all the companies
approached were very reluctant to co-operate.
When companies were persuaded at length to assist the researcher, there
was the further problem of sensitive areas of the work, partner
relationship, ... etc. which made it difficult to elicit comprehensive
information. This was a major reason why a number of Questionnaires
were developed and modified as the research progressed. The
Questionnaire content and format was modified at least five times.
6.3	 Administration of interviews
Some of the companies were interviewed two or three times, at a length of
between two and three hours, to obtain the information, based on the
Questionnaires, and to discuss 'the real life situations' in their joint
venture work.
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One very time consuming aspect was that when certain interview times
had been fixed the respondents found that they did not have the time to
spare and a further time had to be fixed, after much persuasion by the
researcher, who explained the vital part that their contribution would play
in this research.
There was a vast amount of general discussion and qualitative
information resulting from the interviews, before the quantitative aspects
relating to the final model could be gathered.
6.4	 Background details
Background details of the companies examined included the number of
projects they had each been involved in and the British
company type.
6.4.1	 Project experience by each company
Each respondent reflected on a large number of projects initiated by the
company. Table 6.1 shows each company (1-15) with the number of joint
venture projects engaged in both in the past and at the present time.
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Table 6.1	 Number of projects completed by each company
Company	 Number of projects 	 Percentage
Cl	 12	 5.83 %
_________________	 4	 1.94%
C3	 5	 2.43%
C4	 50	 24.27%
CS	 7	 3.40%
C6	 9	 4.37%
C7	 22	 10.68 %
C8	 8	 3.88%
C9	 13	 6.31 %
C10	 4	 1.94 %
CII	 12	 5.83 %
C12	 20	 9.71 %
C13	 25	 12.14 %
C14	 7	 3.40 %
C15	 8	 3.88 %
206	 100%
6.4.2	 British company type
From Table 6.2 it can be seen that over half the companies involved were
construction contractors, and more than a quarter were consulting engineers.
Table 6.2 British company type in the joint venture with Saudi partners
British company type
	 Number	 %
1. Construction Contractor 	 8	 53.30%
2. Consulting ngineers	 4	 26.70%
3. Material Supplier (Building Manuf.) 	 1	 6.67%
4. Quantity Surveyors 	 1	 6.67%
5. Subcontractor	 1	 6.67%
Total number of respondents	 15	 100%
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From all the 206 projects given in Table 6.1. 15 projects were selected as a case
study (see section 8.12).
6.5	 Information on respondents
It was interesting to consider the position of the respondent in the company,
as this reflects the level and type of top manager involved in joint venture
work. Thus a number of aspects of the respondents' positions, experience,
etc. are presented.
Table 6.3 Position of the respondents
	
No.	 Respondent's Position 	 No. of respondents	 %
1. General manager	 8	 53.3%
2. Commercial manager	 1	 6.67%
3. Estimating manager	 1	 6.67%
4. Plant manager	 0	 0
5. Contract manager 	 1	 6.67%
6. Director	 4	 26.7%
Total number of respondents
	
15	 100%
6.5.2	 Level of management
Out of the 15 respondents ten were Board Managers and four Senior
Managers, as shown in Table 6.4.
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Table 6.4	 Level of the respondents
	No.	 Respondent's Classification	 Number	 %
1. Board manager	 10	 66.67%
2. Senior manager	 4	 26.67%
3. Middle manager	 0	 0 -
4. Operational manager	 0	 0
5. Other	 1	 6.67
Total number of respondents 	 15	 100%
6.5.3	 Respondent's experience
Table 6.5 shows the average experience of the respondents to be over 20
years, in construction, in the company they worked for and in
international business.
Table 6.5 Years of experience for the respondents
	No.	 Respondent's Classification	 Years Experience
______________ ____________________________ 	 (average)
1. Construction experience	 25.6
2. Years working in the	 21.5
_____________	 company	 _______________________
3. Years working	 21.8
_____________	 internationally	 _______________________
6.5.4 Significance of Tables 6.4 and 6.5 for authority of respondents
The results in Tables 6.4 and 6.5 are important. The respondents to
Questionnaires and in interviews in this research work have often been
referred to as expert managers. These Tables show the seniority of their
position and the length of their experience in international joint venture
work in the construction industry.
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6.6	 Project details
A number of details were ascertained about the joint venture projects
overall of the respondent companies, including joint venture projects
completed, the various categories of work engaged in by the companies
overall, profit and size of projects, and the structure of the management
team in relation to the type of project.
6.6.1	 Joint venture projects completed by the company
Table 6.6 shows the number of joint venture projects completed by the
companies in various categories. The largest specific categories were
commercial building, civil engineering and public building. However,
this is in respect of number of individual projects. On a financial basis,
although there are far fewer industrial projects, each of these is far more
valuable according to the respondents.
Table 6.6 Numbers of projects completed by the British companies
Projects completed	 J Number J_%
1.IndustrialBuilding	 60	 6.53
2.ResidentialBuilding	 90	 9.79
3.CommercialBuilding	 205	 22.31
4.PublicBuilding	 170	 18.50
5.CivilEngineering work
	 180	 19.59
6.Other	 214	 23.27
Total no.of projects	 919	 100%
6.6.2	 Company work in various categories
As seen in Table 6.7, the companies were asked in which areas they
worked and according to their statements it was found that some worked
in more than one area. Overall, 13 worked in industrial buildings, the
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most common area, 11 in commercial buildings and 10 in civil
engineering, which usually involves very large projects. Residential and
public building work was not so popular.
Table 6.7 Number of companies completing project types
Company specialization 	 Number	 %
1. Industrial Building	 13	 86.67%
2. Residential Building
	 7	 46.67%
3. Commercial Building	 11	 73.33%
4. Public Building	 8	 53.33%
5. Civil Engineering work	 10	 66.67%
Total of respondents (company) 	 15
6.6.3	 Profit and project size
Depending on the project size, profit was stated to vary, ranging from 6-
15% with projects of less than £5 million, to 4-6% for projects of over £40
million.
Table 6.8	 Project size and profit related
Project size	 )	 Percentage of profit
1. Less than 5 Million	 6%-15%
2. 5 Million to 10 Million	 6%-10%
3. 10 Million to 40 Million	 6% -7%
4. More than 40 Million 	 4%-6%
6.6.4	 Joint venture structure in relation to direction and
management
As shown in Table 6.9, over half (8) of the companies are both represented
on the Board with an independent chairman to direct the joint venture.
This anses when both sides of the partnership are equal in areas such as
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experience, finance, ... etc. Where one partner is more experienced
(usually the British) this company will act on behalf of the other in
direction and management. 3 out of the 15 companies interviewed were in
this category. In one case all companies in the venture shared its direction.
Table 6.9 British joint venture structure with Saudi partners
Different Joint Venture Structure 	 Number	 %
1. One company acts on behalf of other for 	 3	 20%
direction of joint venture and management of project
(Scheme 1)	 __________ __________
2. Both are represented on a Board, preferably with an 	 8	 53.3%
independent chairman to direct joint venture and
management project (Scheme 2)
	 ___________ __________
3. All companies share direction of venture and	 1	 6.7%
management of project (Scheme 3)
	 ___________ __________
4. The British company is dominant in all aspects and 	 3	 20%
levels of the joint venture.
Total Companies	 15	 100
6.7	 Respondents' views on selection of partners, cross-cultural
aspects and various features of the joint venture
The above section refers to facts and figures about the companies and
their joint venture work. In this section perceptions by the respondents
on various aspects of partner selection, setting up, and management of the
joint venture are presented, together with their views on degree of success
of their joint venture projects.
6.7.1	 The importance of cross-cultural factors
All the respondents agreed that cross-cultural factors are important in
joint venture success (Table 6.10). This confirmed hypothesis 1 and the
devellopment of a cross cultural focus model by the researcher.
148
Table 6.10 British managers view in cross-cultural factors as a joint
venture with Saudi
6.7.2	 Degree of joint venture success according to respondents'
perception
Table 6.11 shows the number of respondents stating each level of success
for their joint ventures. 80% considered their ventures to be moderately
or highly successful. This is an optimistic view, but in relation to culture,
and when results are obtained from the perceptions of the same
respondents, much less successful picture emerges.
The definition of success in this thesis is concerned not with general
features but specifically with the match between the perceived ideal and
actual situation in the cultural factors studied.
The cultural factors always rated highly (see Table 4.15, Table 4.16, Table
6.12) as important factors of joint venture success. These factors were also
agreed strongly by the respondents when the researcher specifically
brought them to their attention as a very important source of difficulty in
operating the joint venture business in Saudi Arabia (see Table 6.10). The
results in Chapter 8 confirm cultural difficulties as a major problem for
them.
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Table 6.11
	
Degree of success of international joint venture projects
Degree of I. J.V. projects success	 Number	 %
1. Highly Successful	 4	 26.7%
2. Moderately Successful 	 8	 53.3%
3. Barely successful	 2	 13.3%
4. Failure	 1	 6.7%
Total number of respondents 	 15	 100%
6.7.3	 Degree of importance of reasons for partner selection
As in Chapter 4, ranking was used in analysis of data (1,2,3).
Respondents were asked to score various reasons for selection of joint venture
partners from 1 to 10. The total accumulated scores are presented in Table
6.12, which shows that while assistance in market entry and contacts with
appropriate people had the highest scores (124 & 122 respectively), cultural
matters still featured reasonably highly (93), again giving support for
hypothesis 1 and the cultural model.
Table 6.12 Important factors in selecting a Saudi partner
Saudi JV Partner Selection 	 )_Importance	 Rank
1. Assist in Market entry with greater	 124	 1
competitiveness_______________ ______________
2. Provide contacts with right people in 	 122	 2
Saudi______________ _____________
3. Provide advice on political 	 methods	 111	 3
4. Give advice on legal/codes	 97	 4
5. Provide advice on cultural matters 	 93	 5
6. Give advice on local suppliers 	 75	 6
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6.7.4	 Presence of various features in joint venture
A list of various features suggested by a conference paper written by V. 13.
Torrance et al. (4) was presented to the respondents, again for a score of 1
to 10, on how much they were observed in the joint venture. Table 6.13
shows that the outstanding feature observed was mutual trust (142) while
compatible values and culture scored 120. Flexibility was another quite
high scored at 125. Autonomy was still rated reasonably highly, 106 and 72
in respect of British and Saudi partners respectively (the average being 90).
The fact that mutual trust was rated so highly is very significant. This
feature was discussed extensively in the interviews with the expert
respondents and found to be a serious problem in real joint venture work
with Saudi partners. Thus the trust structure level of the model emerged
(including flexibility and autonomy) as well as responsibility which raised
in the literature and in many interviews with experts, it is also confirmed
by experts in Chapter 7 (see Table 7.6) and was established as a vital part of
the overall model structure (see Chapter 8 for model details).
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Table 6.13 Features of success between Saudi and British companies
IJV Features for success	 Degree of	 Rank
observation
1. Mutual trust between members in the team 	 142	 1
2. Mutuality of aims and objectives	 139	 2
3. Precise definition of purpose 	 136	 3
4. Good communication	 136	 3
5. An ability to share	 134	 4
6. Good managers(British)	 131	 5
7. Flexibility to cope with the transient
	
125	 6
natureof outside forces
	 _____________ _____________
8. Effective Collaboration and co-operation	 124	 7
9. Clear understanding of iv	 122	 8
10. Compatible values and culture	 120	 9
11.Neither partner should enter the venture out 	 120	 9
ofa position of weakness	 _____________ ____________
12.Good managers (Saudi)	 119	 10
13.A true need for the other partners 	 110	 11
14.Autonomy from British Sponsor-Parent	 106	 12
15.Shared power and common control but 	 103	 13
flexible inpractice	 ______________ ______________
16.Precise definition of scale of joint venture
	
92	 14
17.Compatibility in size with the partner	 84	 15
18.Compatibility of experience with the	 73	 16
partner_________ _________
19.Autonomy from Saudi Sponsor- Parent 	 72	 17
6.8	 Results in relation to hypotheses
A number of hypotheses are covered by the results in this chapter.
Support for hypothesis 1 can be seen in Table 6.10 (important of cross-
cultural factors in international joint ventures success). It is shown that there
is 100% agreement by the expert managers on the importance of cultural
factors.
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QSupport for hypothesis 2 can be seen in Table 6.13 in the importance of the
main factors affecting degree of success in cultural aspects of international
joint ventures.
Support for hypothesis 3 can be seen in different tables. the importance of the
first and second sub-models- Trust and Culture is dearly brought out in Table
6.13. Thus from Chapter 4 where results for Tables 4.16 and 4.17 point to the
second and third sub-models, and the results in Table 6.13 above, gives a
strong confirmation of the full model with its three sub-models.
6.9	 Conclusion
The work described in this chapter reveals the background details of the
joint ventures investigated, size, finance, number of projects, ... etc., and
various criteria related to the degree of success.
Three projects actually failed, although most appeared from the general
statements of the respondents to have been completed and to have made a
profit and hence caused the optimistic views of the respondents on success.
The actual success of a company depended on its structure being a right
match of partners and interests and this structure reflects on the profitability.
Three companies in the examples failed to continue because a right match
was not achieved, according to information given in interviews. Therefore
these projects were not profitable.
In some partnerships which involved, for instance, contractors and
traders, the latter did not understand the risk involved in projects, for
example in bidding. Likewise the trader partners were unfamiliar with
such aspects as budgeting, monitoring and control and cost control
forecasting. Their whole perception of the risks involved was wrong.
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Thus these partnerships resulted in actual failure. This points to the
importance of the organisation and structure of the joint venture
partnerships in respect of which type of companies form the joint venture.
There are thus other aspects of success and failure than the elements in
the models developed in this thesis, which concern the human resources
side of the joint venture. Success can be looked at from the financial
viewpoint. An interesting articl& which might be viewed as a parallel
study to our present research is that by Berny and Howes in their article:
"Project management control using growth curve models applied to
budgeting, monitoring and forecasting within the construction
industry".(5) It is stated that a company's well-being is dependent on
accurate planning, monitoring and forecasting of project expenditure and
resources. It is, the writers state, essential to the health of the project to
predict profitability and its probable variation, based on work to date.
However, in the joint venture situation, the human resources aspect is
important and the cultural side is also crucial.
1) There was 100% agreement on the importance of cross-cultural
features (see Table 6.10). and this gives further support for building
the international joint venture model for the British companies
working with Saudi partner in the construction industry.
2) Table 6.13 points to the importance of mutual trust between joint
venture members. This result confirms the importance of the trust
structure which became level one (first sub-model) in this thesis.
3) Table 6.13 points to the importance of the values and culture
between joint venture members. This result confirms the
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importance of the culture which is level two (second sub-model) in
this thesis.
4) Most of the elements in Table 6.13 such as trust, flexibility,
autonomy, and values do support the first and second levels of the
model suggested by the hypotheses. The trust structure elements are
considered to be highly important and this gives further support for
to the use of this sub-model in the final model to determine the
degree of success in cultural factors. The third level, decision
making, which was already indicated by results in Chapter 4 and the
argument in Chapter 5, is developed with the other two levels in
detail in Chapter 7 and especially elaborated in Chapter 8.
5) From 2 and 3 above, the first and second sub-models are thus
strongly supported by the results in this chapter. Table 4.17 in
Chapter 4 had already given validity to the second and third sub-
models in the importance to success of international joint ventures
placed on decision making and organisational culture. Thus by the
first Questionnaire and second comprehensive case study all three
sub-models and the elements of the trust structure have been
validated again by the expert managers.
These findings also confirm the previous findings in Chapters 4,5 and
the many interviews with the experts, and this gives more support to
use these sub models in detailed analysis to find the degree of success
of each company.
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CHAPTER SEVEN
THE SPEcIFIC JOINT VENTURE PROJECTS
AND
THE MANAGENT TEAM IN THESE SPECIFIC PROJECTS

7.2	 Information about the specific individual project
The information on the individual projects themselves included type of
project which the respondents were involved in and which they were able
to discuss, the degree of success of this project as they perceived it, and the
decision support system for considering the joint venture project. Also
examined were the different structures of the individual joint venture
projects, and then average turnover of the 15 projects.
7.2.1	 Type of project
The fifteen respondents were asked about one particular joint venture
project with which they were very familiar. First they were asked to state
what category this was in. 5 of the projects specified were industrial
buildings and 3 each for commercial and civil engineering projects.
Table 7.1 Specific projects and their type in British and Saudi joint
venture
Project Classification 	 Number	 %	 J Rank
1. Industrial Building	 5	 33.3 %
	 I
2. Civil Engineering work	 3	 20 %
	 2
3. Commercial Building	 3	 20 %
	 2
4. Public Building	 2	 13.3 %
	 3
5. Residential Building 	 1	 6.67 %
	
4
6. Other	 1	 6.67 %	 4
Totalprojects	 15	 100% _________
7.2.2	 Degree of project success
Nine out of the 15 respondents regarded their individual projects as
moderately successful, five highly successful, and only one a failure (Table
7.2).
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The respondents were mostly optimistic but they did not consider the
cultural aspect in their estimation of success. When this aspect was
specifically put to them they did agree that this was important and
difficulties found in their cultural relations with the Saudis. Indeed, they
agreed 100% that cross-cultural factors were important to success of the
United Kingdom/Saudi joint ventures (see Table 6.10).
Table 7.2 Degree of success of the specific projeds
Degree of project Success 	 Number	 )	 %
1. Highly Successful 	 5	 333 %
2. Moderately Successful 	 9	 60 %
3. Barely successful	 0	 0
4. Failure	 1	 6.7 %
	
Total number of projects [_15	 100%
7.2.3	 Decision support system for the joint venture project
Table 7.3 shows the cumulative scores given for the various elements of
the decision support system, when deciding whether to be involved in the
particular joint venture project. Credit worthiness of client and
management and expertise availability both scored the most highly (131),
and client relationship almost as highly (130). Type of project was also
rated as a very important factor (124).
The high rating of management expertise shown here is applicable to the
model of the thesis in that the success of the management team is vital,
and the cultural factors studied refer to the management team. The other
features here are mostly hard factors which as we can see in the argument
of chapter 5 ( McKenzies' 7S's) are directly affected and indeed dependent
on the soft' factors, which include management styles and culture.
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Table 7.3	 Decision support for British joint venture with Saudi
Decision support for JV projects	 Importance	 [	 Rank
1. Credit worthiness of client 	 131	 1
2. Availability of mgt. and expertise	 131	 1
3. Relationship with client	 130	 2
4. Type of the project	 124	 3
5. Client requirements	 117	 4
6.Economic conditions	 117	 4
7. Finance availability for JV
	
104	 5
8. Size of the project	 103	 6
9. Relationship with client consultant 	 101	 7
10.Political condition in Saudi 	 100	 8
11.Technological conditions 	 99	 9
12.Complexity of the project	 98	 10
13.Number of bidders in these projects 	 96	 ii
14.TypeofJVcontract	 73	 12
15.Contract period	 61	 13
16. Inflation	 61	 13
17.Project location in Saudi 	 49	 14
7.2.4	 Structure of the joint venture for these projects
The pattern of joint venture structure for the individual projects matches
quite closely that for the overall joint venture structure of the companies
and their projects, which is to be expected.
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Table 7.4	 Structure of the specific joint venture projects with Saudi
partners
Joint Venture Structure used
	 Number	 %
1. One company acts on behalf of	 2	 13.33 %
other for direction of joint venture and
managementof project (Scheme_1)	 _______________ _______________
2. Both are represented on a Board, 	 8	 53.33 %
preferably with an independent chairman to
direct joint venture and manage project (Scheme
2 )	 _________________ _________________
3. A1F companies share direction of	 1	 6.67 %
venture and management of project (Scheme 3)
4. The British company is dominant in all 	 4	 26.67 %
aspects and levels of the joint venture.
Totalprujects	 15
7.2.5	 Project turnover and profit
The average turnover of the projects from the fifteen respondents and the
profit are shown in Table 7.5.
Table 7. 5 Project size and percentage of profit
Project size ($Milllon)
	
Percentage of profit
25-150	 4%-12%
7.3 Management selection and styles for the individual projects
The following section relates to the management side of the individual
projects, decision support for selection, actual team structure overall, and a
general view of perceived styles, in trust structure, culture and decision
making. These styles were a general pointer to the final model of the
thesis.
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7.3.1	 Decision support system for management selection
Ratings were sought (1-10) from the respondents on the various factors in
selecting a management team for the individual project. The results are
shown in Table 7.6. Responsibility, flexibility, and trust were rated highly,
as was cultural knowledge. Autonomy had a high score.
Here all the trust structure elements of the model are directly supported by
the importance in management selection given to them by the expert
respondents to the questionnaire in relation to the specific joint venture
project ( see Appendix F). This shows the need and gives the support for
the first level of the model.
This table also emphasised the importance of the second level of the
model, in that cultural knowledge is related relatively highly in the
management selection process by the expert respondents.
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Table 7.6 Decision support system for management selection
Decision support system for 	 Importance	 Rank
management selection
1. Responsibility	 131	 1
2. Motivation	 125	 2
3. Technical skill	 123	 3
4. Flexibility	 121	 4
5. Trust	 121	 4
6. Experience internationally 	 120	 5
7. Communication	 116	 6
8. Cultural knowledge	 107	 7
9. Understanding technological	 104	 8
conditions
10. Personality	 93	 9
11.Experience in the same project	 92	 10
12.Understanding governmental	 91	 11
regulations_________________ _____________
13.Autonomy	 90	 12
14. Market skill	 88	 13
15.Understanding economic conditions
	 87	 14
16.ExperienceinJVs	 67	 15
7.3.2	 Management team structure
Management team Structure in these projects is weighted towards the senior
level, with almost 80% being at the Board or senior management level. This
again gives support to their views on the importance of the building of the
model (see also Tables 4.17 and 7.6).
Table 4.17 gave emphasis to top management, decision making process,
and organisational culture. These factors related to the second and third
levels of the model. Table 7.6 einphasises all the elements of the trust
structure, cultural knowledge. These factors related to the first and second
levels of the model.
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Table 7.6 emphasises all the elements of the trust structure, cultural
knowledge. These factors related to the first and second levels of the
model.
Tables 4.17 and 7.6 encouraged the researcher to build the three levels of
the model as they are ranked highly in the expert perception, in many
interviews with the researcher, and also by the literature review in chapter
2 and the argument that has been -developed in chapter 5. All these
pointers gave incentive to the researcher to build this model to solve the
problem for the British international joint ventures with Saudi partners
in the construction industry in respect of cultural factors and the selection
of managers internationally in relation to these factors.
Table 7. 7 Management levels in these specific projects
Management levels	 Number	 __________
1. Management Board	 35	 35 %
2. Senior Manager	 42	 42 %
3. Middle Manager	 18	 18 %
4. Other	 5	 5%
Total Managers	 100	 100%
7.3.3	 Management team trust structural styles for the projects
The respondents were asked to rate themselves and their colleagues in the
selected project on a scale of I to 10 showing how they perceive
themselves and their colleagues in relation to the four structural styles,
trust, flexibility, responsibility and autonomy. They were then asked to
give ideal ratings for the above features. The two sets of figures and
differences between them are shown in Table 7.8. In particular in trust and
autonomy there are considerable differences. The total difference in trust
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structure of 25 is very high and needed to be investigated further this level
is crucial factor to the success of a company because failure in this level is
likely to result in overall failure. The reason is that trust and other
elements associated with it are essential in start-up of the joint venture
business (see 8.16.3).
Table 7.8 Trust structural styles in these specific projects
Structural Styles
	 Ideal Score
	 Actual score	 Difference
1.Trust	 124	 110	 14
2. Flexibility	 107	 105	 2
3. Responsibility	 112	 110	 2
4.Autonomy	 100	 93	 7
Total	 443	 418	 25
7.3.4	 Management team cultural styles for the projects
Table 7.9 gives the same type of ratings as above, for the respondents and
their colleagues, but referring to cultural styles: power distance,
uncertainty avoidance, masculinity and individualism. Ideal scores were
also given, and the differences noted. In particular there was a
considerable difference in the element of masculinity. The total difference
of culture is 14 is still high and needed to be investigated. Culture is
considered a very important element which can affect the successful
continuation of the project (see 8.16.3).
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Table 7.9
	
Cultural styles in these specific projects
Cultural styles	 Ideal score	 Actual score	 Difference
1. Power Distance	 95	 89	 6
2. Uncertain. Avoid.	 82	 87	 -5
3. Masculinity	 84	 97	 -13
4. Individualism	 95	 97	 -2
TotalJ	 356	 370	 14
7.3.5	 Management team decision making styles for the projects
The same ratings as in Table 7.8 and 7.9 are presented in Table 7.10 but in
respect of decision making styles (Activist, Reflector, Theorist, Pragmatist),
and the differences observed. The most significant difference was in the
activist element 9.
The total difference of decision making is 9 which is not high compared
with the other two levels, but this level depends on the situation, i.e. what
problems may be faced and how critical such problems are in their effect
on the project (see 8.16.3).
Table 7.10 Decision maldng styles in these specific projects
D.M. Styles	 ]__Ideal Score Actual score j	 Difference
1. Activist	 112	 101	 11
2. Reflector	 98	 98	 0
3. Theorist	 99	 100	 -1
4. Pragmatist	 103	 104	 -1
Total1	 412	 J_403	 9
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7.4	 Results in relation to hypotheses
Chapter 7 confirms hypothesis 3 and hypothesis 4 of the thesis. In Chapter
4 the need for the model is shown in Tables 4.10 and 4.18 (first part of
Hypothesis 3), In Chapter 7 the second part of hypothesis 3 is supported in
that the model was seen to be important as a basis for selection of
management teams. Table 7.6 shows the importance of all four elements
of the Trust Structure sub-model and the importance of cultural
knowledge.
This chapter introduces the quantitative concept of the model which is
further developed in Chapter 8. Tables 7.8 to 7.10 present the three sub-
models and give a qualitative view of the difference in perception of ideal
and actual situation in cultural factors of the international joint venture.
at this stage it is an overall view, but nevertheless it is qualitative. The
differences seen gives authority to proceed to a detailed analysis, for each
company, in Chapter 8.
7.5	 Conclusion
The results from Tables 7.8, 7.9 and 7.10 show there are differences in the
three levels (sub-models) of the management styles between their ideal
perception and the actual situations of the 15 companies. There are
considerable differences in the first two crucial levels (for start-up and
continuation of the international joint venture) and some difference in
the third level. These crucial differences, together with the importance of
the model factors, brought out in the literature ( see chapter 2) and the
argument (see chapter 5), in the interviews with the experts, and by the
actual findings on the importance of cross-cultural factors for the three
sub-models in this chapter and earlier (chapters 4, 6 and 7) or (see Tables
4.15 to 4.18 and Tables 6.13 and 7.6) give authorify for the building of a
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more detailed model and a more detailed examination of these differences
by the testing of the detailed model presented in Chapter 8.
The results show that there is difficulty on the British side in the cultural
aspect of the British and joint ventures in the first two crucial levels
(which determine the effectiveness of the team) and also the third level
which is related to the efficiency of the team.
The final model (Chapter 8) looks in more detail at each company and its
management team and uses 3 approaches ( actual/ideal mean, actual/
company ideal, company ideal/ideal mean), for specific United
Kingdom/Saudi international joint venture construction projects. The
aim is to find the degree of success in the three levels and overall, as
perceived by the expert managers.
7.5.1	 Support for the model in various chapters of the thesis
Support for the model can be seen from Table 7.11 which summarizes the
earlier chapters. The importance of the three sub-models can be shown
clearly from the literature or from the real life interviews with expert
managers or from the actual results obtained from the experts in the
international joint ventures. The first two levels appeared in Chapter 6
with trust as an important feature for the success of the international joint
ventures and cross culture influences as important factor for the success
of international joint ventures. In the decision support system for
management selection the first and second sub-models were strongly
emphasised ( see Chapter 7). The second level or sub-model was supported
many times in Chapters 4, 6 and 7 as an important aspect for success and
the major difficulties between British and Saudi joint venture partners.
The third level of the model was supported by experts as a major factor in
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international joint venture success (see chapter 4). All the three sub- models
were confirmed by presenting the elements to the experts and weighted by
them during discussion and indicated that they can be used for considering
the international dimensions of international joint ventures (see Appendix E).
As seen above, especially as summarised in Table 7.11, support for the
three sub-models is given from Chapter 2 to Chapter 7. The concept of the
levels and their relative importance is clearly brought out from Chapter 5
onwards (hypothesis 6).
The analysis in Chapter 8 depends on the confirmation of the three sub-
models and the importance of their levels, as shown in Table 7.11.
Table 7.11 Support for the three sub-models
Chapters	 1st sub-model	 2nd sub-model	 3rd sub-model
Chapter 2	 real life!
	
literature	 literature
literature
Chapter 4	 N.A.	 results	 results
Chapter 5
	
literature/real life literature/real life literature/real life
Chapter 6
	 results! real life	 results! real life	 real life
Chapter 7	 results! real life	 results! real life	 results! real life
Qiantitative Liealment of the model
Tables 7.8 to 7.10 give the differences in general for the three sub-models
in pereeption of ideal and actual situations to determine degree of SUCCeSS
of-the-international joint ventures in cultural factors. This gives strong
support for the detailed quantitative analysis for each individual company
iwChapt8.
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7.5.2	 Detailed elements of the sub-models as developed in each
chapter
Table 7.11 shows the support for the three sub-models. This Table
summarises the links between the sub-models, the literature, the interviews,
surveys and results.
The detailed development of the model , its three sub-models and particularly
their specific elements arises from a number of sources. The elements of sub-
model two and three are mostly based on previous research as reviewed in
the literature survey (Chapter 2) and focused more specifically in Chapter 5,
which justifies the building of the model. The earlier factors considered most
important are tabulated in Table 5.2, and the actual elements used in level 2
and 3 were taken from the work of Hofstede and Lansley respectively. Thus
for sub-model 2 ( see Table 7.11 ) Hofstede's cultural dimensions were used as
the elements:
- Power distance
- Uncertainty avoidance
- Individualism
- Masculinity
For sub-model 3 (see Table 7.11), Lansley's work based on the problem
solving factors of Honey and Mumford was used for the elements:
- Activist
- Reflector
- Theorist
- Pragmatist
1t	 P
The second and third sub-models, which were indicated by the literature
survey as being important for assessing degree of success achieved by the
international joint ventures, were presented to the experts managers, together
with questions about the importance of the top management team. The
method used for analysing risk, in particular, in relation to the selection and
training of international joint venture management teams, was the first
questionnaire (see Appendix A), the results of which are presented in Chapter
4, This chapter shows the importance of the second and third sub-models.
Between the first and the second questionnaire (Case Study) there were many
interviews conducted by the researcher. These interviews were based on a
number of pilot questionnaires designed to lead to the second detailed
questionnaire (Case Study) upon which the study of the degree of success of
the management team was to be based (see Appendices B, C, D, E, I and J).
From these interviews it became apparent that another level of the model,
more important than the other two, derived from the literature, was
necessary, thus was level 1 the first sub-model.
For level 1 (see Table 7.11) the elements were introduced as factors which
were vital in doing business with the Saudis. Without them the business
could not even be properly started. These elements were proposed by the
experts in international joint ventures work with Saudi Arabian partners.
While they accepted the elements of the other two sub-models which were
indicated in the first questionnaire they considered the elements:
- Trust
- Flexibilty
- Responsibilty
- Autonomy
to be of paramount importance. Thus the trust structure sub-model was
proposed as level 1.
The results of the second questionnaire (Case Study) are together presented in
chapters 6, 8 and this chapter 7. Chapter 6 and chapter 7 examine in depth
the elements of the sub-models in relation to the real life experience of the
companies as represented by the expert respondents. Tables 7.8, 7.9 and 7.10
give a general quantitative picture of the differences between ideal and actual
situations in the management teams for all the elements of the three sub-
models. These differences gave support for detailed analysis to be pursued in
Chapter 8.
Table 7.12 supports the detailed elements of the sub-models as seen in each
chapter.
Table 7.12	 Support for the detailed elements of each sub-model
Levels	 Elements	 Chapter 2	 Chapter 4	 Chapter 5 j_Chapter 6 Chapter 7
Level 1	 Trust	 Killing (p.28)	 Table 6.13
Chowdhury	 all	 all
(p.30)
four	 four
Tayeb (p.50)
Adler (p.62)	 elements	 elements
real life	 in
	
Flexibility	 Walmsley
(p.31) situation	 Table 6.13	 Table 7.6
Adler (p.38)
and
Responsibility Expert views 	 general	 Table 7.8
discussion
(p.134)
	
Autonomy	 Killing (p.28)
	
Table 6.13
Level 2
	 Power	 all four	 Table 5.2
	
Distance	 elements	 Peters,	 allby	 Tayeb &
Hofstede	 Results in	 Child,	 four
	
Uncertainty	 (pp.40-42)	 Tables	 Pryce,
	
Avoidance	 4.16 and
supported by
	
4.17	 (Hofstede	 elements
various	 all four	 Table 7.9
	
Masculinity	 authors	 elements)
general
Individualism	 discussion
______ ___________ ___________ _________ p.130 _________ ________
Level 3
	 Activist	 Lansley	 Results in	 Table 5.2	 all
(all four	 Tables	 (Lansley
	
Reflector	 elements	 4.16 and	 all four	 four
based on	 4.17	 elements)
	
Pragmatist	 Honey and	 elements
Mumford)	 general
	
Theorist	 (p.56)	 discussion	 Table 7.10
	
________ ______________ ______________ ___________ 	 p.132	 __________
It is clear from Table 7.12 that the elements of the three sub-models were
thoroughly established and confirmed before proceeding to the analysis in
Chapter 8, which revealed the degree of success of the management team in
the culiural features of the model.
The detailed elements were necessary to diagnose the degree of success of the
management team with a view to better selection and training of managers
for international joint ventures, which had been mentioned in general terms
in the literature survey and is considered again in Chapter 9 as an important
consequence of the results of this research, which reveals the vital need for
proper selection and training of the management team for construction
industry international joint ventres with Saudi partners.
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CHAPTER EIGHT
MODEL DEVELOPMENT AND THE DEGREE OF SUCCESS OF THE
MANAGEMENT TEAM IN THESE SPECIFIC PROJECTS
8.1	 Model and hypothesis
This chapter presents the completion of the development of a model of
success and failure in cultural factors which is based on hypothesis 3 that
cultural factors can be formed into a model to examine the perceptions of
experts on the degree of success of their management teams in projects. Its
results and analysis confirm hypothesis 4 that degree of success in cultural
factors can be observed as a quantitative measure of the difference between
ideal and actual perceptions of expert managers.
So far, in Chapter 2 the importance of cultural factors in international joint
venture success was established. The possibility of 3 sub-models, involving
trust structure, cultural style, and decision making already emerged at this
stage, though in very general terms. The findings of Chapter 4 point strongly
to the importance of cultural and decision making features, as viewed by the
respondents to the first questionnaire. Chapter 5 brought together the earlier
findings to focus on an argument for the preliminary model, in 3 levels of
trust structure, cultural styles and decision making style. Chapter 6 shows
how the respondents all agreed on the importance of cross-cultural factors and
brings out trust structure elements as well as culture as being very important.
Chapter 7 is concerned with the specific projects which are also the concern of
this chapter. The results in this chapter are related to the management team in
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the international joint venture project, and confirm the importance of cultural
and trust structure (first and second sub-models).
Chapter 7, however, is of particular importance because its results show the
differences between perception of ideal and actual situation in all the
elements of each sub-model, and shows that there are differences which point
to the need for a more detailed treatment as in this chapter.
8.2	 Development of the model
This chapter concerns the conceptual model (trust structure, culture, decision
making) in relation to the management team in specific joint venture projects
in Saudi Arabia in the construction industry and an analysis of the
information in relation to these specific projects to examine the degree of
success of the joint venture project in cultural features in the perception of the
expert managers consulted.
This chapter describes the objectives for the models developed at each stage
of the research. The preliminary model was based on the first questionnaire
which aimed to determine those items which joint venture companies
considered important elements for success or failure in their joint ventures.
Elements of success were based on the 7S's of McKenzie (1) staff, strategy,
structure, system, shared values, style and skill and on general models such
as that of Handy(2).
Elements which appeared especially significant from the first questionnaire
were staff, structure and top management style, together with the decision
making style. Although such elements have been examined by various
researchers there does not appear to be any work on certain specific elements
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in the context of an international joint venture in the construction industry.
Having discovered the importance of the management team from the first
questionnaire the next objective was to relate the subsequent models in this
specific area to management team effectiveness. There was a need to develop
from Belbin's (3) concepts of the successful management team, Lansley's (4,5)
more specific approach for the construction industry, and with particular
emphasis on decision making, and ideas on the effect of national culture from
such researchers as Hofstede (6,7,8), and Adler (9), to model applied finally to
management teams for specific international joint venture projects in the
construction industry in Saudi Arabia. The new model would incorporate
elements such as trust, responsibility, autonomy and flexibility at the first
level and also those concerning culture at the second level, the latter being
cross-national culture rather than simply organisational culture, although it is
assumed that the coming together of the different cultural groups would form
a new organisational culture in any case. The final level was that of decision
making styles, it being important to achieve the right mix of styles for greatest
success. The first of these levels can be considered as vital to the start up of
the joint venture business, the second for its successful continuance and the
third for appropriate decision making in the business. Measuring the
dependent and independent variables which are included in the developed
model, will indicate the degree of success of the management team in respect
of cultural factors. The usefulness of these models can be a basis for testing
international joint venture management teams already in operation or the
selection of joint venture management groups internationally, using
psychometric tests in relation to the elements of the model to predict the
degree of success of the joint venture project team working together.
From the results of the model tested with companies in the construction
industry it seems that it would be useful to extend the research to aim at an
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expert system which would discover the suitable management group, the
degree of success, and the quality of the top management in respect of
international joint venture business, not only in the construction industry but
in any industry.
8.3	 Purpose of the model
This model will discover, by way of psychometric testing, the degree of
success of the management team. In every case with the companies who
answered the questionnaire, there was a lack of any computer system to
support data processing with regard to the selection of joint venture partners.
In fact the answers indicated that they were taking a large risk because their
general approach to selection was very unsystematic. There was no company
approached that appeared to have a method for analysing the risking of the
joint venture in general or in respect of the management elements (Trust
Structural, Cultural, and Decision Making) specifically examined in this
study. According to the interviews by the researcher with the three
companies, the above lack of system made it necessary for the companies to
bring in American staff who were more suitable, in respect of international
management skills and attitudes, for the task. If they had been aware of the
cultural factors examined in this study and provided with a model on which
to base testing, selection and training, they would have been able to develop
their own staff or recruit other British staff.
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8.4	 Process of data collection towards the final model
The steps leading to the model involved a sequence of four interviews with a
small pilot sample of six companies from which data was collected.
The first interview used an extensive questionnaire (see Appendix D) which
posed many questions to the respondents under each of three headings:
How did you start the business?
How did you continue the business with your partners?
What are the future prospects with your partners?
The second interview used ideas elicited from the first to formulate a
preliminary model involving trust, flexibility, responsibility and autonomy.
This 'trust structure' was pointed out by many of those interviewed as being
vital to the starting up of the joint venture business with Saudi partners.
This preliminary model was tested by means of a questionnaire and
interviews, asking the respondents to rate the various elements on a scale of
one to ten. Several rated all the elements very highly. Similarly two other
models had been formulated on the basis of academic advice and an extensive
search of the literature, related to management in the cross-cultural context.
These were cultural and decision making styles. Questions based on these
were also presented to the respondents for their comment and rating of
importance. The results from one of the companies seemed to match the
hypothesis of Hofstede on international management in terms of power
distance, uncertainty avoidance, masculinity and individuality. This was
confirmed by analysis of the results. (see Appendix B). The results from these
interviews exemplify this problem in relation to the cross-cultural dimension.
In examining respondents' viewpoint in relation to Hofstede's cultural
dimensions it was noted that although the company had worked in Saudi
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Arabia for a number of years, and one would expect some change to
accommodate Saudi styles, the management style indicated remained firmly
British in respect of Hofstede's dimensions.
The third set of interviews was based on questions relating to the three
preliminary models, from which it became clear that they could be regarded
as sub-models of a more comprehensive model for the testing of joint venture
management team success.
There appeared to be three levels: the trust structure for the starting up of the
joint venture, the cultural styles model for the integration of the management
team and the successful continuation of the joint venture and the decision
styles model for the solution of future problems arising in the work of the
joint venture.
The theme running throughout the progress towards the final model was that
of success or failure, or effectiveness. Earlier questions were based on the
concepts of Chowdhury (10), Fiedler (11, 12, 13), McKenzie (1) and many
others (see literature review), to test the views of the respondent companies in
this respect. From the answers, further questions were developed, throughout
the three earlier interviews, rating various factors of company success.
Eventually a fourth stage was reached which posed questions based on the
final model to obtain quantitative data, comparing perceptions of ideal and
actual situations at the three levels and for each of their elements.
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8.5	 Justification of the model and its three approaches and levels
The motivation and justification for the choice of model, its three levels and
three approaches to calculation are outlined below.
8.5.1	 The model
Before considering the model there was a problem revealed with the
management of joint ventures with Saudi companies. The United Kingdom
managers were not very successful in bridging the cultural barriers in the
three projects and so U. S. managers, who were considered more capable in
this respect, had to be engaged.
There was thus a perception by top management of some shortcomings in the
styles of U.K. management staff in relation to cross-cultural factors. This
perception was, however, of a qualitative nature. Further, the first
questionnaire results (Chapter 4) revealed that most of the companies did not
use quantitative criteria in the selection of joint venture partners (see Table
4.10), and that most of them had no policy for risk analysis (see Table 4.18),
and emphasised the importance of top management selection for
international joint venture success (see Table 4.17). Thus a need was seen for
a more definite, quantitative approach.
Because there had been no previous quantitative measurement of the degree
of success of construction industry joint ventures with Saudi companies in
respect of various cross-cultural styles, there was a need to develop a
quantitative model which would confirm hypothesis 4 (Chapter 1). The
problem then was to create a dependable basis for measurement. It was thus
decided to find the opinion of experts in joint venture work and to quantify
their perceptions of the ideal situation in a number of cross-cultural factors
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and what they perceived as the actual situation in their joint venture projects
in Saudi Arabia.
8.5.2	 The factors and the three levels of the model
It was also important to select appropriate cross-cultural features, and this
was done after extensive reading of literature on management across culture
and many interviews with experts in construction companies with
considerable experience in international joint venture work, and academics
expert in this field.
This resulted in the three levels of the model (see hypothesis 5 - Chapter 1).
Trust structure necessary to be able to start up a joint venture project, a
balance of cultural styles necessary for the joint venture management team to
successfully continue the work together, and a suitable team decision making
mix (heterogeneity) to deal with the various situations and problems arising
in the course of the joint venture project work.
8.5.3	 Three approaches to the calculations in the model
In order to give greater validity to the calculation of the match between
different perceived situations (ideal/actual etc.) as a measurement of the
degree of success, three different approaches were made, and final
judgements were presented as a result of the three approaches for each level
and then for a combination of the levels.
It appeared appropriate to examine ideal mean against actual perception,
then actual and ideal of each company, and finally the ideal of each company
against the ideal mean. For each approach a quantitative view of each
company was obtained at the element stage for each level and for the levels
(trust structure, cultural and decision making) overall. For the whole model
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in each approach and for a combination of the three approaches qualitative
views are given for each company.
8.5.4	 Meaning of the ideal and the actual
The meaning of ideal and actual can be explained in greater detail.
Ideal for the company: was the ideal situation that the team co-ordinator
perceived for each element of the model.
Actual for the company: was what the co-ordinator perceived as the actual
situation for each member of his team, related to each element of the model.
The final figure here was calculated by taking the summation of perceptions
of the actual situation for all members divided by the number of members in
the team.
Ideal mean was calculated by taking the summation of all companies' ideals,
divided by the number of companies.
8.6 Data collection and preliminary handling for the final model
The model suggested contains 3 sub- models, within each of which there are
four elements to be tested. These sub-models are joint venture trust structure,
culture and decision making styles. Twenty seven companies were initially
contacted. 20 out of 27 helped with the second questionnaire, another five out
of this 20 did not complete the questions. Thus fifteen companies were usable
for data for the models.
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8.7	 Method developed for obtaining basic figures (example)
The management team for each company was between 3 and 10 persons. Each
manager was asked to give a score for all the elements of the three levels
relating their management team, including themselves, on these elements, on
a scale of 1 to 10. The data from each individual respondent in each company
for each element were added to produce a figure for each company in each
particular element. Each figure was divided by the number of managers in
the team to produce a mean figure, which represents for example the trust
structure elements of each company (Trust, Flexibility, Responsibility,
Autonomy). The ideal scores, against which the actual scores are measured,
were formulated on the basis of the views of construction experts
interviewed, who were asked to give their ideal ratings on elements in each of
the three sub-models, on a scale of I to 10. Thus the results from every
company were measured on the basis of expert judgement.
For example with company (1), for the trust structural sub-model figures
were obtained and calculated as shown below:
Table 8.0 Example to obtain the quantitative figure for each level
Managers	 Trust	 Flexibility	 Responsibility [ Autonomy
1	 3	 4	 10	 8
2	 4	 5	 6	 8
Total	 14	 15	 19	 19
Mean	 4.666	 5.000	 6.333(
	
6.333
Similar mean figures for each company are shown in Tables 8.9 - 8.15, for
trust structure and also culture and decision making. The total raw data are
shown in Appendix C.
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8.8	 Total number of managers in each company for the specific
project
8.8.1	 Contractors
The number in the management team in each company is given in
Table 8.1.
Table 8.1	 Number in management team (contractor)
Company Number	 }	 Number of Managers
C2	 3
C3	 7
C7	 8
C8	 4
C9	 4
dO	 8
C14	 7
8.8.2	 Others
The number in the management team in each company other than contractors
is given in Table 8.2.
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Table 8.2 Number in management team (other)
Company Number	 Number of Managers
Cl	 3
C4	 10
CS	 10
C6	 10
Cli	 10
C12	 3
C13	 5
Total	 51
8.9	 Structure of the model
The overall structure of the model with its three levels (sub-models), joint
venture trust structure, cultural styles, and decision making styles, is shown
below. Each of the levels in the model is to be examined in respect of degree
of success (as defined earlier) - high, moderate or bare success, failure.
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lj.V. TRUST
STRUCTURE
1. Trust
2. Flexibility
3. Responsibility
4. Autonomy
I.J.V. CULTURE
	 DEGREE OF
1. Power distance
	 SUCCESS OF LJ.V.
1. High
2. Uncertainty
avoidance
	 2. Moderate
3. Masculinity
	 3. Bare
4. Individualism
	 4. Failure
I.J.V. DECISION
MAKING
1. Activist
2. Reflector
3. Theorist
4. Pragmatist
FIGURE (8.1) 	 Model to test the degree of success of international
joint venture in cross cultural factors
8.9.1
	
Elements of the model related to effectiveness and efficiency
The first two of the above models relate to the effectiveness of the joint
venture in that the degrees of trust, flexibility, responsibility and autonomy
are reflected in this effectiveness, and the appropriate mix of cultural styles
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likewise results in an effective management team. The third model of
decision making styles relates to the efficiency of the management team.
Details about the elements of these models are given below
8.9.2	 Levels of the model
The model can be viewed as being at three levels. The first, trust structure, is
crucial. Without success here even with satisfactory conditions at the other
two levels failure is likely to result. That is to say, without appropriate
autonomy, flexibility and responsibility allowed by the parent companies, the
joint venture team could not do their job effectively. Likewise lack of trust
between the parent companies involved would seriously affect the whole
outcome.
The cultural aspect could be viewed as the second level, which given that the
first level is satisfactory still needs to be considered. For each team there
needs to be a satisfactory mix of power distance, uncertainty avoidance,
masculinity and individualism levels. For example if a highly individualistic
manager in the team attempts to dominate, the success of the team may be
disrupted.
At the third level it is widely considered that a group which is heterogeneous
in respect of decision making styles can more successfully solve problems.
Thus at the first level there is a need for the right degrees of trust etc., to even
start the business, there needs to be the right balance of culture and at the
third level the most effective team for the decision making should have a mix
of decision making styles.
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8.10	 Detailed elements in the model
For the three levels outlined above (8.9) the details of the various elements are
given below, to explain the significance of terms in the model.
Table 8.2 A Team trust structural styles model (first sub-model)
Trust	 Flexibility	 Responsibility	 Autonomy
Members trust each Open minded	 Has full	 Can make decisions
other and express 	 acceptance of	 responsibility,	 and generate new
their thoughts	 different methods of capability to fulfil	 ideas based on the
feelings opinions	 doing things to	 particular job	 interests of the joint
ideas	 achieve objectives	 efficiently and	 venture
_________________ ___________________ effectively 	 ___________________
Table 8.2 B Team cultural styles model (second
sub-model)
Power Distance	 Uncertainty	 Masculinity	 Individualism
Avoidance
Strict obedience to	 People feel	 Implies success,	 looking after oneself
orders and decisions threatened by 	 money and material and making
of superior	 ambiguous situations things 	 decisions for oneself
or	 or	 or	 or
more	 less structuring of	 implies caring for 	 belonging to a group
participation by	 activities, fewer	 others and quality of and making group
subordinates	 written rules, more	 life	 decisions
__________________ risk taking
	 _____________________ _____________________
Here the two phrases under each heading imply high or low degrees of each
respectively
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Table 8.2 C Team decision making styles model (third sub-model)
Activist	 Reflector	 Theorist	 Pragmatist
Like to learn from Observe situation Integrate information Keen to apply new
experience, open from
	
distance, ontologically sound ideas and
minded, enjoy brain analyse, only decide theories, rational and techniques, like to
storming, enjoy a on all available facts ordered thinking, get on with the job,
challenge, bored with 	 uncomfortable with don't like open-
routine	 ambiguity	 ended discussions
The degree of success of the joint venture is related to the models outlined
above, which are themselves interrelated, see Figure (8.1) above.
The idea of the above models was inspired and encouraged by Lansley's
study on the flexibility of construction management which has been referred
to in some detail in the literature survey (Chapter 2) and (Chapter 5) of the
thesis.
8.11	 Future use of the model
The model could be used by any company to determine the likely degree of
success of a management team selected from current staff or recruited from
outside. Tests would be made on the candidates according to the elements of
the three levels described above. The range of people who would fulfil the
company's purpose may vary from company to company according to their
specific requirements. Even when the best candidates are selected they may
still not meet the highest criteria for international management skills. Thus
training would be needed on the basis of the factors in the model. Also the
individuals would be tested through the elements of the model to see how
they would fit together in a successful management team.
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8.12	 Quantitative approach to the model
As noted earlier the model is based on ideal styles compared with the actual
(trust structure, culture and decision making). From each company there are
sets of ideal figures and 3 sets of figures relating to how they perceive
themselves and their colleagues.
The number of companies responding was 15. About half of these were
contractors, the rest were various other types of company in the industry. It
was first decided to examine perception of the ideal and the actual situations
of the contractors and the other companies separately. However, on
cakulating the means for each style (ideal and actual) it was found that these
did not differ significantly because, in most cases, it was found that the
difference between the means of contractors and others was less than the
standard deviation. Thus it was decided to treat all the companies as one
group. The formula below shows how the Standard Deviation can be
calculated.
I/\2
S.D. =\j i=1 - (¼j=1 )
n	 n
See 8.12 for the detail of each company at the 3 levels and the type of the
company.
8.13	 Comparison of contractors and others
8.13.1	 Actual comparison (contractors/others)
Tables 8.3, 8.4 and 8.5 (below) show comparisons of mean average of
contractors and other companies' actual styles.
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Table 8.3	 Comparison in trust structural styles (Actual)
Contractors	 II	 Others
Company No.	 Company Style IL Company No.	 Company Style
C2	 7.333	 Cl	 5.583
C3	 6.357	 C4	 6.500
C7	 8.000	 (3	 7.700
C8	 5.563	 C6	 6.400
C9	 10.000	 Cli	 6.550
ClO	 5.875	 C12	 7.667
C14	 5.796	 C13	 7.300
C15	 8.000	 C16	 -
Mean (Average)	 7.114	 6.814
Standard Deviation	 1.423	 0.717
Difference of Mean	 0.300
Table 8.4	 Comparison in cultural styles (Actual)
Contractors	 Others
Company	 Company Style	 Company	 Company Style
C2	 5.917	 Cl	 6.583
C3	 5.286	 C4	 6.075
C7	 7.781	 CS	 5.450
C8	 3.625	 C6	 3.762
C9	 5.813	 CIII	 6.625
dO	 6.344	 C12	 7.250
C14	 7.179	 C13	 5.800
C15	 7.781	 06	 -
Mean (average)	 6.216	 5.935
Standard Deviation	 1.307	 1.043
Difference of Mean	 0.281
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Table 8.5	 Comparison in decision making styles (Actual)
Contractors	 Others
Company	 Company Style
	 Company	 Company Style
C2	 6.000	 CI	 6.000
C3	 6.572	 C4	 5.400
C7	 8.500	 -	 CS	 7.750
C8	 6.375	 C6	 5.475
C9	 8.063	 CII	 5.350
ClO	 6.594	 C12	 7.250
C14	 6.714	 C13	 6.300
C15	 8.531	 C16	 -
Mean (average)	 7.169	 6.218
Standard Deviation	 0.956	 0.882
Difference of Mean	 0.951
The difference in mean between contractors and others in Tables 8.3 and 8.4
are less than the standard deviation and for Table 8.5 it is only slightly more
(0.069) for the others which means that the difference is not significant, and
that we can treat the contractor and other companies as one group.
8.13.1.1	 Diagram for the comparison of actual contractors' perception
and others perception (3-Levels)
The perceptions of the actual situations from respondents in both contractors
and other companies for the three levels of the model can also be illustrated
diagramatically, and the closeness of match between these two groups can be
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observed (see Figure 8.2). Figure 8.3 shows the three levels combined. Both
sets of figures are close to the mean and the means of both groups are similar.
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8.13.2	 Ideal comparison (contractors/others)
Tables 8.6, 8.7 and 8.8 (below) show comparisons of mean average of
contractors and other companies' ideal styles.
Table 8.6	 Comparison in trust structural styles (Ideal)
Contractors	 II	 Others
- Company	 Company Style	 Company	 Company Style
C2	 7.25	 Cl	 6.75
C3	 8.25	 C4	 6.75
C7	 7.50	 CS	 7.50
C8	 6.75	 C6	 7.50
C9	 9.00	 Cli	 6.00
ClO	 7.50	 C12	 7.50
C14	 8.25	 C13	 6.00
C15	 7.50	 C16	 -
Mean (average)	 7.750	 6.857
Standard Deviation 	 0.661	 0.625
Difference of Mean	 0.893
The difference in mean between contractors and others here is only slightly
more than the standard deviation ( 0.232 and 0.268) which means that the
difference is not significant, and that we can treat the contractor and other
companies as one group.
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Table 8.7	 Comparison in cultural styles (Ideal)
Contractors	 Others
Company	 Company Style	 Company	 Company Style
C2	 6.75	 Cl	 6.00
C3	 4.50	 C4	 7.50
C7	 7.50	 CS	 4.50
C8	 3.00	 C6	 5.00
C9	 6.00	 Cli	 6.00
dO	 6.00	 C12	 6.75
C14	 6.00	 C13	 6.00
C15	 7.50	 C16	 -
Mean (average) 	 5.90	 5.964
Standard Deviation	 1.425	 0.930
Difference of Mean	 0.058
Table 8.8
	
Comparison in decision making styles (Ideal)
Contractors	 II	 Others
Company	 Company Style II	 Company	 Company Style
C2	 7.00	 Cl	 6.75
C3	 6.75	 C4	 6.75
C7	 6.75	 CS	 8.25
C8	 7.50	 C6	 7.50
C9	 7.50	 CII	 6.00
ClO	 6.00	 02	 6.75
C14	 6.75	 C13	 6.00
C15	 6.75	 06	 -
Mean (average)	 6.875	 6.857
Standard Deviation	 0.45 1	 0.742
Difference of Mean	 0.018
The difference in mean between contractors and others in Tables 8.7 and 8.8
are less than the standard deviation which means that the difference is not
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significant, and that we can treat the contractor and other companies as one
group.
8.13.2.1	 Diagram for the comparison of perception of ideal by
contractors and others (3-Levels)
The perceptions of the ideal situations from respondents in both contractors
and other companies for the three levels of the model can also be illustrated
diagrarnatically, and the doseness of match between these two groups can be
observed, (see Figure 8.4). Figure 8.5 shows the three levels combined. Both
sets of figures are close to the mean and the means of both groups are similar.
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8.14	 Quantitative description of the model
For each project the number of managers is different. The testing is at three
different levels, trust structure, culture and decision making. The figures
were processed and examined in three different ways. Three mathematical
methods of calculating the degree of success of the individual companies,
against the ideal, were employed. That is to say to see how far the actual was
away from the ideal. The nearest to the ideal and the furthest from the ideal
in the trust structure, the cultural, and the decision making models were
taken, and thus a minimum and maximum values were obtained in each
style. The maximum for each style was divided by four after mathematical
manipulation from 0 - 10. The four regions of high success (0 - 2.5), moderate
success (2.5 - 5.0), bare success (5.0 - 7.5) and failure (7.5 - 10). In the first
quarter nearest to zero the company style would be considered highly
successful, the second quarter from zero moderately successful and so on.
The figures were based on calculations from the square root of the sum of the
square of the differences, i.e., the Euclidean difference (E.D.). Similar figures
were obtained from calculations based on the sum of the absolute values of
the differences. A further calculation basis was attempted, i.e. the sum of the
squares of the differences, but the results of this varied slightly from the other
two methods.
8.15	 Method chosen
From the three methods the square root of the sum of the square of the
differences (E.D.) was chosen for calculation. This was found to be a more
appropriate calculation to use in all three approaches. Many works of
mathematical theory show that this method is widely used in this type of
calculation. In the book of Theory and Application of Numerical Analysis by
G. Philips and P. Taylor it is stated, "There are many ways in which one may
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choose norms. One of the most common is the Euclidean norm (or length)"
(14)
8.16	 Production of basic figures
For each company one person was used as the respondent, i.e. the co-
ordinator of the joint venture management team for a specific project. It
should be emphasised that in other situations, or types of project, perceptions
might be different.
This co-ordinator gave his perceptions of a number of persons in his team
well-known to him, rating them on all the elements of the 3 levels. In order to
produce the overall perception of a particular element as applied to his
company and project, the ratings of the individual on each element were
added and divided by the number of individuals concerned, including
himself. The respondent's perception of ideal was also taken.
Thus there was one figure for perception of actual for each company and a
figure for perception of ideal for each company for each element of the three
levels. Also needed was a mean ideal of all the companies. This was
calculated by adding the ideals of all the companies and dividing by 15.
Thus the three basic figures were obtained (see Tablse 8.9 - 8.15) for the detail
of each company.
The actual value of the attributes for each company was calculated for a range
of figures obtained (see Appendix C).
Tables 8.9 to 8.11 show the perceived actual values for the fifteen companies
for the four elements of each of the three sub-models.
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Table 8.9
	 Actual values for trust structural styles
Company	 Trust	 j Flexibility	 Responsibility	 Autonomy
Cl	 4.667	 5.000	 6.333	 6.333
(2	 6.333	 7.333	 8.000	 7.667
C3	 6.143	 6.571	 8.143	 4.571
C4	 8.500	 6.100	 6.200	 5.200
CS	 8.100	 7.200	 8.200	 7.300
C6	 6.200	 6.400	 6.700	 6.300
C7	 8.625	 8.250	 8.500	 6.625
C8	 5.750	 5.750	 5.500	 5.250
C9	 10.000	 10.000	 10.000	 10.000
dO	 5.250	 6.000	 7.125	 5.125
CII	 7.700	 7.500	 6.100	 4.900
C12	 10.000	 8.000	 7.667	 5.000
C13	 7.000	 7.000	 7.800	 7.400
C14	 6.857	 5.571	 5.714	 5.000
C15	 8.625	 8.250	 8.500	 6.625
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Table 8.10 Actual values for cultural styles
Company	 Power Dist.	 Uncert. A'r.	 Mascul.	 Individualism
Cl	 6.333	 5.667	 7.333	 7.000
C2	 5.000	 5.333	 5.000	 8.333
C3	 3.000	 3.143	 7.143	 7.857
C4	 6.300	 5.100	 6.000	 6.900
CS	 3.700	 3.400	 6.300	 6.400
C6	 5.100	 4.900	 6.000	 3.900
C7	 7.750	 7.500	 8.125	 7.750
C8	 2.750	 4.000	 3.750	 4.000
C9	 6.500	 5.250	 6.500	 5.000
ClO	 7.000	 5.250	 5.750	 7.375
Cli	 6.700	 6.700	 6.000	 7.100
C12	 7.000	 8.000	 7.000	 7.000
C13	 6.200	 4.800	 5.800	 6.400
C14	 7.714	 8.429	 7.857	 4.714
C15	 7.750	 7.500	 8.125	 7.750
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Table 8.11 Actual values for decision making styles
Company	 Activist	 Reflector	 Theorist	 Pragmatist
Cl	 6.667	 5.000	 5.667	 6.667
C2	 5.333	 6.000	 6.000	 6.667
C3	 6.714	 6.286	 6.000	 7.286
C4	 5.600	 5.300	 5.400	 5.300
CS	 6.900	 7.400	 8.200	 8.500
C6	 5.500	 5.900	 5.200	 5.300
C7	 8.250	 8.750	 8.375	 8.625
C8	 5.500	 7.000	 7.000	 6.000
C9	 10.000	 6.500	 8.250	 7.500
ClO	 7.375	 6.625	 5.625	 6.750
Cli	 6.000	 6.400	 4.600	 4.400
C12	 6.000	 7.000	 8.000	 8.000
C13	 7.000	 5.000	 6.200	 7.000
C14	 5.857	 6.571	 6.714	 7.714
C15	 8.250	 8.750	 8.500	 8.625
Tables 8.12 to 8.14 show the perceived ideal figures for the fifteen companies
for the four elements of each of the sub-models.
The ideal value of the attributes for each company is given thus:
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Table 8.12 Ideal values for trust structure styles
Company II	 Trust	 Flexibility	 Responsibility	 Autonomy
Cl	 6.000	 6.000	 9.000	 6.000
C2	 8.000	 7.000	 7.000	 7.000
C3	 9.000	 9.000	 9.000	 6.000
C4	 9.000	 6.000	 6.000	 6.000
C5	 9.000	 6.000	 9.000	 6.000
C6	 9.000	 6.000	 6.000	 9.000
C7	 9.000	 6.000	 9.000	 6.000
C8	 8.000	 7.000	 6.000	 6.000
C9	 9.000	 9.000	 9.000	 9.000
dO	 9.000	 9.000	 6.000	 6.000
CII	 6.000	 6.000	 6.000	 6.000
C12	 9.000	 9.000	 6.000	 6.000
C13	 6.000	 6.000	 6.000	 6.000
C14	 9.000	 9.000	 9.000	 6.000
C15	 9.000	 6.000	 9.000	 6.000
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Table 8.13 Ideal values for cultural styles
Company	 Power Dist. J_Uncert. Av.	 MascuL	 Individualism
Cl	 6.000	 6.000	 6.000	 6.000
C2	 7.000	 6.000	 7.000	 7.000
C3	 6.000	 3.000	 3.000	 6.000
C4	 6.000	 9.000	 9.000	 6.000
CS	 3.000	 6.000	 3.000	 6.000
C6	 4.000	 4.000	 5.000	 7.000
C7	 9.000	 6.000	 6.000	 9.000
C8	 3.000	 3.000	 3.000	 3.000
C9	 9.000	 9.000	 3.000	 3.000
dO	 6.000	 3.000	 6.000	 9.000
Cli	 6.000	 6.000	 6.000	 6.000
C12	 9.000	 6.000	 6.000	 6.000
C13	 6.000	 6.000	 6.000	 6.000
C14	 6.000	 3.000	 9.000	 6.000
C15	 9.000	 =	 6.000	 6.000	 9.000
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Table 8.14 Ideal values for decision making styles
Company	 Activist	 Reflector	 Theorist	 Pragmatist
Cl	 6.000	 6.000	 6.000	 9.000
C2	 7.000	 8.000	 6.000	 7.000
C3	 6.000	 6.000	 6.000	 9.000
C4	 6.000	 9.000	 6.000	 6.000
C5	 6.000	 9.000	 9.000	 9.000
C6	 9.000	 6.000	 6.000	 9.000
C7	 9.000	 3.000	 6.000	 9.000
C8	 9.000	 9.000	 9.000	 3.000
C9	 9.000	 9.000	 9.000	 3.000
ClO	 9000	 6.000	 6.000	 3.000
Cli	 6.000	 6.000	 6.000	 6.000
C12	 6.000	 9.000	 6.000	 6.000
C13	 6.000	 6.000	 6.000	 6.000
C14	 9.000	 3.000	 6.000	 9.000
C15	 9.000	 3.000	 6.000	 9.000
Table 8.15 shows the mean of the ideal perceived styles of 15 companies.
This figure was used for a comparison with the company actual perceived
styles to find the Euclidean difference (first approach), and the company
ideal perceived styles to find the Euclidean difference (third approach).
From these differences degree of success were found.
Table 8.15 The average mean of the ideal perceive styles
Styles	 1	 2	 3
Structure	 8.267	 7.113	 7.467	 6.667
Cultural	 6.333	 5.467	 5.600	 6.333
D.M.	 7.467	 6.533	 6.600	 6.867
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8.17	 Results for individual companies (3 approaches)
Three approaches were made in calculating the degree of success of the
respondent companies: first perception of actual situation by individual
companies against the average ideal; second the perception of actual
situation by each company against their own ideal; third a comparison of
the ideal of each company against the average ideal.
8.17.1	 Quantitative analysis
For each approach figures for the three sub-models (Trust structure,
Culture, Decision making) were calculated, based on the four elements of
each sub-model. These figures are scaled from 0 to 10 and the figures
before and after scaling are shown in the last two columns in Tables 8.16 -
8.18, 8.20 - 8.22, and 8.24 - 8.26 for the three approaches respectively. Up to
this stage the approach is wholly quantitative (see hypothesis 4- Chapter 1).
8.17.2	 Qualitative analysis
The scaled figures from the last columns of each table (8.16 - 8.26) are
reproduced in Tables 8.19, 8.23, 8.27. In each of the three tables, which
contain trust structure, cultural, and decision making figures for each
company (1-15), a qualitative overall degree of success is given for each of
these companies. Thus we have an overall qualitative view of the degree
of success for each company and for each approach.
In the first and second levels we are concerned with effectiveness, and in the
third (decision making) we are concerned with the efficiency of the
company. from Tables 8.16 to 8.18 (trust, culture and decision making) the
last column are brought to Table 8.19 with the appropriate levels relating
to degree of success. Likewise the final column in Tables 8.20 to 8.22 are
brought to Table 8.23 with the appropriate levels (HS, MS etc. ). The final
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columns in Tables 8.24 to 8.26 are brought to Table 8.27 again with the
appropriate levels. The rules for the calculation of the last column in
Tables 8.19, 8.23 and 8.27 are given below (see 8.16.2.1)
8.17.2.1	 Rules for calculation of final column (overall results of 3
levels) in Tables 8.19, 8.23 and 8.27
1) Any F in levels one or two results in F overall
2) Any 3 equal degree of success results in the same overall degree of
success.
e.g. BS+BS+BS=BS
3) Any two HS as long as the third is not F results in HS
4) Any two MS as long as the third is not F result in MS
5) Any two BS as long as the third is not F result in BS
6) If the first two levels are BS and third F the overall result is
considered to be F
7) If the first two levels include one BS and another which is higher,
with F in the third level the result is BS
Finally Table 8.28 presents a qualitative view of the three approaches,
listing the degrees of success for each company in the three approaches.
The rules for the calculation of the last column in Tables 8.28 are given
below (see 8.16.2.2).
8.17.2.2
	
	 Rules for the calculation of the final column (overall results
of 3 approaches) in Table 8.28
1) Any three equal degree of success results in the same degree of
success overall
e.g. MS + MS + MS = MS
2) Any two F result in overall F
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3)	 Any two MS or HS as long as the other is not a failure result in MS
or HS respectively
4) Any two BS plus an F results in a BS
5) BS + MS or HS + F results in BS
6) Two MS + F results in BS
7) Two HS + F results in MS
8) BS + MS + HS results in MS
A final column in the same table summarises the qualitative views giving
an overall picture of the degree of success of each company based on all the
elements and all approaches. In considering the analysis it was possible to
use quantitative calculation for each sub-model, but for the overall picture
it was necessary to take a qualitative view as it was not possible to obtain a
realistic figure by combining the three diverse sub-models.
8.17.3	 The relative weight of each sub-model (combining all three
approaches)
It was not simply a case of balancing one sub-model against another to
produce an average, because they have relatively different importance.
Thus failure at the trust structure level should be regarded as crucial and
likely to result in overall failure, because trust and the other elements
associated with it are essential in the start-up of the joint venture business;
culture is considered a very important element which can seriously affect
the continuation of the project; but decision making depends on the
situation, i.e. what problems may be faced and how critical such problems
are in their effect on the project (see hypothesis 5 - Chapter 1).
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8.18	 The First Approach - A comparison between the actual and
ideal
For each company, the figures for each perceived actual style element were
added for each management team and divided by the number of managers
in the team to obtain the average. Also each of the senior project co-
ordinators was asked to give the perceived ideal style element figure and
this ideal was added for all the companies and divided by the number of
companies. There were now two sets of figures - actual perception for each
company and perception of ideal for all the companies as a whole. The
next step was to find the difference between the actual of that company
and the overall ideal which had been derived. Actual perceptions for each
company for each style element and the perception of the ideal for each
style element averaged over the companies as a whole were noted. The
next step was to subtract the average ideal for each style element from the
actual values of that style element for each company. This led to a table
for each style of four columns with the differences between the actual for
each company and the ideal average for each element for each of the
fifteen companies. The last column of this table represents the final
calculation, the 'average' difference calculated as the square root of the
total mean squared. It can be also expressed as the Euclidean difference
between the actual and the ideal average of each company. For the
individual Tables (8.16 - 8.18) for each level and element calculation was
made by applying the sum of the differences of the ideal (average) of all
companies (Lay) and the actual of each company. Thus the difference is:
D(Iav, Ac) =
	 - Y.)2
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Where
Symbol	 Statement
D(Iav, Ac) Euclidean difference between the ideal value (average) of all
companies (lay) in each style and the Actual value of each
company in each style (sub-model)
i (1,4)	 The number of elements of each style or each (sub-model)
Xi	 The ideal value (average) for elements of all companies (lay)
in each style or in each sub-model
The actual value element of each company in each style (sub-
model)
Note:
Sub-models = (trust structure, culture, decision making)
The three Tables (trust structure (8.16), cultural (8.17), decision making
(8.18)) were then combined to achieve an overall result. A new combined
table (Table 8.19) was used for the qualitative analysis of the combined
sixth column from each of these tables (8.16 - 8.18) as an overall result for
each company at the three levels.
A fifth column in each Table (8.16 - 8.18) was produced with the square
root of the sum of the differences squared for each company. The
maximum values before scaling were taken from column five of each of
Tables 8.16 - 8.18 to produce column six. For example company 1 the value
before and after scaling is produced as follows:
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Table 8.15 A Example for producing the figure in a scale 0 to 10
Style	 Maximum Value	 Before Scaling	 After Scaling
Structure	 5.362	 4.348
________________	 10.00	 __________________	 8.109
Cultural	 4.884	 1.868
________________	 10.00	 ___________________	 3.824
D.M.	 3.500	 1.975
	
10.00	 ___________________	 5.643
The difference values of each style have been scaled to the range (0 to 10)
using linear interpolation such that the maximum difference is scaled to
10 then in order to decide the degree of success of each company we divide
the region into 4 sub-regions such that:
Table 8.15 B	 Example to show the degree of success and the range from
0 to 10
Degree of Success	 Statement	 Range
H.S.	 Very close	 0- 2.5
M.S.	 Close	 2.5 -5
B.S.	 Far apart	 5-7.5
Fail	 Very far apart	 7.5- 10
This produced a sixth column of figures in each table in the range 0-10.
In each of the following Tables (8.16 - 8.27) the elements are denoted as
follows (see Table 8.15 C).
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Table 8.15 C Elements of success in 3-sub models
Level	 Symbol	 Trust Structural Elements
First	 T	 Trust
Level	 F	 Flexibility
	
R	 Responsibility
	
A	 Autonomy
Level	 Symbol J
	
Cultural Elements:
Second	 P	 Power Distance
Level	 U	 Uncertainty Avoidance
	
M	 Masculinity
	
I	 Individualism
Level	 Symbol	 Decision Making:
Third	 Ac	 Activist
Level	 Re	 Reflector
	
Th	 Theorist
_____________	 Pr	 Pragmatist
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Table 8.16 Structural styles combination for the companies and the
differences from the ideal mean
IDEAL TRUST STRUCTURE	 ___________
T	 F	 R	 A	 FORMULA
- '
8267	 7113	 7467	 6667	 'V -i
ACTUAL TRUST STRUCTURE 	 Before After
Company	 T	 F	 R	 A	 Scaling
Cl	 4.667	 5.000	 6.333	 6.333	 4.348	 8.109
C2	 6.333	 7.333	 8.000	 7.667	 2.250	 4.196
C3	 6.143	 6.571	 8.143	 4.571	 3.110	 5.801
C4	 8.500	 6.100	 6.200	 5.200	 2.209	 4.119
CS	 8.100	 7.200	 8.200	 7.300	 0.985	 1.838
C6	 6.200	 6.400	 6.700	 6.300	 2.352	 4.386
C7	 8.625	 8.250	 8.500	 6.625	 1.564	 2.916
C8	 5.750	 5.750	 5.500	 5.250	 3.758	 7.008
C9	 10.000	 10.000	 10.000	 10.000'	 5.362	 10.000
dO	 5.250	 6.000	 7.125	 5.125	 3.589	 6.693
CII	 7.700	 7.500	 6.100	 4.900	 2.333_ 4.352
C12	 10.000	 8.000	 7.667	 5.000	 2.564	 4.782
C13	 7.000	 7.000	 7.800	 7.400	 1.507	 2.811
C14	 6.857	 5.571	 5.714	 5.000	 3.205	 5.978
C15	 8.625	 8.250	 8.500	 6.625	 1564	 2.916
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Table 8.17 Cultural styles combination for the companies and the
differences from the ideal mean
__________ IDEAL CULTURE (mean)
P	 U	 M	 I	 FORMULA
6333	 5467	 5600	 6333	 - Y1)2
ACTUALCULTTJRE (each com?any)	 Before J After
Company	 P	 U	 M	 j	 I	 Scaling
Cl	 6.333 -	 5.667	 7.333	 7.000	 1.868	 3.824
(2	 5.000	 5.333	 5.000	 8.333	 2.481	 5.079
C3	 3.000	 3.143	 7.143	 7.857	 4.606	 9.429
C4	 6.300 -	 5.100	 6.000	 6.900	 0.785	 1.608
C5	 3.700	 5.400	 6.300	 6.400	 2.726	 5.582
C6	 5.100 -
	 4.900	 6.000	 3.900	 2.815	 5.763
C7	 7.750	 7.500	 8.125	 7.750	 3.811	 7.802
C8	 2.750	 4.000	 3.750	 4.000	 4.884	 10.000
C9	 6.500	 5.250	 6.500	 5.000	 1.632	 3.341
dO	 7.000	 5.250	 5.750	 7.375	 1.264	 2.589
CII	 6.700	 6.700	 6.000	 7.100	 1.550	 3.174
C12	 7.000	 8.000	 7.000	 7.000	 3.044	 6.232
C13	 6.200	 4.800	 5.800	 6.400	 0.712	 1.457
C14	 7.714	 8.429	 7.857	 4.714	 4.289	 8.781
C15	 7.750	 7.500	 8.125	 7.750	 3.811	 7.802
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Table 8.18 Decision making styles combination for the companies and
the differences from the ideal mean
IDEAL DECISION MAKING (mean)	 II / "
Ac	 Re	 Th	 Pr	 FORMULA
	
•	 7467	 6553	 6 600	 6867	 J(X1 - Y1)2
	
ACTUAL DECISION MAKING(each company) Before
	 After
Company	 Ac	 J	 Re	 Th	 J	 Pr	 Scaling
	
Cl	 6.667	 5.000	 5.667	 6.667	 1.975	 5.643
	
C2	 5.333	 6.000	 6.000	 6.667	 2.288	 6.537
	
c3	 6.714	 6.286	 6.000	 7.286	 1.078	 3.081
	
C4	 5.600	 5.300	 5.400	 5.300	 2.983	 8.523
	
C5	 6.900	 7.400	 8.200	 8.500	 2.510	 7.170
	
C6	 5.500	 5.900	 5.200	 5.300	 2.947	 8.418
	
C7	 8.250	 8.750	 8.375	 8.625	 2.431	 9.801
	
C8	 5.500	 7.000	 7.000	 6.000	 2.235	 6.386
	
C9	 10.000	 6.500	 8.250	 7.500	 3.089	 8.825
	
dO	 7.375	 6.625	 5.625	 6.750	 0.990	 2.830
	
Cli	 6.000	 6.400	 4.600	 4.400	 3.500	 10.000
	
C12	 6.000	 7.000	 8.000	 8.000	 2.369	 6.768
	
C13	 7.000	 5.000	 6.200	 7.000	 1.657	 4.735
	
C14	 5.857	 6.571	 6.714	 7.714	 1.823	 5.208
	
C15	 8.250	 8.750	 8.500	 8.625	 3.497	 9.990
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Table (8.19) Summarises the degree of success of each company in 3 levels,
and overall success:
Table 8.19 Summary table from approach (1) - The difference between
the actual & ideal mean
Company	 Trust Structure	 Cultural	 Decision making	 Overall
Effectiveness	 Effectiveness	 Efficiency	 (Effectiveness
______________ _________________ _________________ _________________ +Efficiency)
CI	 8.109 Fail
	
3.824 M.S.
	 5.643 B.S.	 Fail
C2	 4.196 M.S.
	
5.079 B.S.	 6.537 B.S.	 B.S.
C3	 5.801 B.S.	 9.429 Fail	 3.081 M.S.	 Fail
C4	 4.119 M.S.	 1.608 H.S.	 8.523 Fail	 B.S.
CS	 1.838 H.S.
	
5.582 B.S.	 7.170 B.S.
	
B.S.
C6	 4.386 M.S.	 5.763 B.S.	 8.418 Fail	 B.S.
C7	 2.916 M.S.	 7.802 Fail	 9.801 Fail	 Fail
C8	 7.008 B.S.	 10.000 Fail	 6.386 B.S.	 Fail
C9	 10.000 Fail	 3.341 M.S.
	 8.825 Fail	 Fail
ClO	 6.693 B.S.	 2.589 M.S.	 2.830 M.S.	 M.S.
CII	 4.352 M.S.
	 3.174 M.S.
	 10.000 Fail	 B.S.
C12	 4.782 M.S.	 6.232 B.S.	 6.768 B.S.	 B.S.
C13	 2.811 M.S.	 1.457 H.S.
	 4.735 MS.	 M.S.
04	 5.978 B.S.	 8.781 Fail	 5.208 B.S.	 Fail
C15	 2.916 M.S.	 7.802 Fail	 9.990 Fail	 Fail
Differences are also presented in diagrammatic form for trust structure,
culture, and decision making. The diagrams indicate the overall match
between average ideal and actual situations. it is clear from these diagrams
how far each company's 'actual' is apart from the average ideal for each
sub-model (see Figure 8.6).
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8.18.1	 Quantitative diagram to show results at all levels from
approach 1
The results for each company at each level are shown together which may
be of additional assistance in formulating the overall qualitative results
(see Figure 8.8).
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8.18.2	 Summary comments from approach 1 - The difference
between the actual & ideal mean for individual companies
According to the model one can make a general comment on the likely
degree of success of the individual companies observed.
Company 1:
Here failure at the 'trust' level would make it very difficult for the company to succeed
overall even though at the cultural and decision making levels there is some success
indicated. Overall failure is indicated because of the crucial nature of the first level.
Company2:
Here moderate success at the first level could mean a successful setting up of the business but
much less success is indicated in the actual management of the venture in respect of cultural
and decision making areas. From the interview and comments with this company some
unspecified problems seemed to exist. Barely successful would be a reasonable comment
with this company.
Company 3:
Here there is an indication of only just being successful in the setting up of the business and it
seems as if there would be considerable difficulty in continuing because of the cultural
mismatch. This would overshadow the possible moderate success in the decision making
element. Overall lack of success is indicated here.
Company 4:
In spite of the good success at the first two levels the figures seem to indicate serious
difficulty at the decision making level. Perhaps in certain environmental situations they
would not have the decision making resources for success. The fact that the partner was not
in construction may have affected the outcome. This venture indeed collapsed in real life,
although according to the concepts employed in this model at least bare success could have
been possible.
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Company 5:
For this company it seems according to the figures that there would be a smooth setting up
of the joint venture but that then there would be considerable difficulties at the other two
levels, though not enough to indicate complete failure. This would at least indicate some
degree of success overall.
Company 6:
Here moderate success at the setting up level, followed by serious difficulties at the other
two levels might be indicated. Again interviews with the company indicated some general
problem in the relationship with the Saudi partner. The joint venture, actually split up,
although according to the model bare success might have been possible.
Company 7:
In spite of the reasonable conditions at the first level, in respect of trust etc., there seems to
have been serious difficulties indicated by the failure figures at the other two levels. The
interview here indicated that the U.K. company did not want to devote much attention to
the joint venture business. The joint venture structure here in real life did not appear very
stable - thus overall danger of failure.
Company 8:
Here the trust level indicates a low degree of success from the start, and a failure to meet
cultural problems which indicates a lack of progress. It is interesting that these numerical
results match closely the general remarks made in the interview to the researcher, i.e.
failure.
Company 9:
Here in spite of the moderate success shown at the cultural level the overall indication is
that of failure.
Company 10:
Having got through the first level with some difficulty, the indication for this company is
moderate success in both cultural and decision making aspects. This would indicate a
moderate degree of success overall.
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Company 11:
This company seemed to be quite successful at the first stage and at the cultural level, but
according to the figures they would not be successful in difficult decision making situations.
Bare success could be the overall result.
Company 12:
This company seems to show success at the first level of 'trust' etc. but indicates bare success
at the other levels. Overall bare success is indicated.
Company 13:
According to the figures the company would seem to be successful at every level. On the
cultural side the score is at the 'high' level, which could have been an important factor in
the success of the venture. In interview it was revealed that the technical capability of the
U.K. partner was a very important feature in their acceptance by the Saudi partner.
Moderate success overall is indicated here.
Company 14:
The figures for this company would indicate a low degree of success at every level. Overall
failure is indicate4 by these figures.
Company 15:
Here at the trust level there seems to be a good level of success but their responses to the
questionnaire indicate a lack of success at the other levels. It should be noted that it was
not easy to obtain information from this respondent, but the general tone of the interview
indicated certain problems. The overall picture is one of failure.
8.18.3	 Overall results for approach 1 in relation to the degree of
success
According to the overall result in approach I
2 companies could not start
5 could not continue
Thus 7, almost half, failed with Saudi partners according to this approach.
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8.19	 The second approach - A comparison between the actual and
ideal of each company
For the second approach the figures for the actual style element were
treated as in the first approach and the ideals were also taken, but for each
individual company rather than as an average of all companies. This
indicates in some cases a gap even between their own ideal and actual as
they perceived them.
Actual perceptions for each company for each style element and the
perception of the ideal for each style element for each company were also
noted.
The same methods of calculation were used as in approach 1, leading to
three individual tables (one for each level) and a final combined table
(Table 8.3)
For the individual tables for each level and element calculation was made
by applying the sum of the differences of the ideal of each company (Ic)
and the actual of each company (Ac) and thus the difference is:
D(Ic, Ac) =	 (X. - Y.)2
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Where
Symbol	 Statement
D(Ic, Ac)
	 Euclidean difference between ideal value of each
company in each style (sub-model) and actual value of each
company in each style (sub-model)
i (1,4)	 The number of elements of each style or each(sub-model)
X	 The value of the ideal element for each company in each sub-
___________________ model
Y i
	
The value of the actual element of each company in each sub-
model
Note:
Sub-models =	 (trust structure, culture, decision making)
The three tables (trust structure, cultural, decision making) were combined
to achieve an overall result. The new combined table (Table 8.23) was
used for the qualitative analysis of the combined sixth column from each
of these Tables (8.20 - 8.22) as an overall result for each company at the
three levels.
A fifth column in each Tables (8.20 - 8.22) is produced from the square root
of the sum of the differences squared for each company.
The maximum values before scaling were taken from column five of each
of Tables (8.20 - 8.22) to produce column six. For example for company 1
the value before and after scaling is produced as follows:
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Table 8.19 A Example for producing the figure in a scale 0 to 10
	
Styles	 Maximum Value J Before Scaling	 After Scaling
Structure	 6.568	 3.162
________________	 10.00	 __________________	 4.814
	
Cultural	 6.047	 1.732
________________	 10.00	 __________________	 2.864
	
D. M.	 6326	 2.646
10.00	 4.182
The difference values of each style have been scaled to the range 0 to 10
using linear interpolation such that the maximum difference is scaled to
10 then in order to decide the degree of success of each company we divide
the region into 4 sub-regions such that:
Table 8.19 B Example to show the degree of success and the range
from 0 to 10
Degree of success	 Statement	 Range
H.S.	 Very close	 0-2.5
M.S.	 Close	 2.5-5
B.S.	 Far apart	 5-7.5
Fail	 Very far apart	 7.5-10
This produced a sixth column of figures in each table in the range 0 - 10.
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Table 8.20 Trust Structure styles combination for the company actual
and the company ideal
TRUST STRUCTURE STYLE	 FORMULA
[ACTUAL / IDEAL(company)]
	
- Y1)2
_______________________ ________________________ ________________________ _______________________ _______________________ 	 BeforeI
_
After
Company	 A/I	 T	 F	 J	 R	 A	 Scaling
Cl	 Actual	 4.667	 5.000	 6.333	 6.333	 3.162	 4.814
______ Ideal
	 6.000	 6.000	 9.000	 6.000 ________ ________
C2	 Actual	 6.333	 7.333	 8.000	 7.667	 2.082	 3.169
_______ Ideal
	 8.000	 7.000	 7.000	 7.000 ________ ________
C3	 Actual	 6.143	 6.571	 8.143	 4.571	 4.103	 6.247
______ Ideal
	 9.000	 9.000	 9.000	 6.000 ________ ________
C4	 Actual	 8500	 6.100	 6.200	 5.200	 .970	 1.476
______ Ideal
	 9.000	 6.000	 6.000	 6.000 ________ ________
CS	 Actual	 8.100	 7.200	 8.200	 7.300	 2.140	 3.258
______ Ideal
	 9.000	 6.000	 9.000	 6.000	 ________ ________
C6	 Actual	 6.200	 6.400	 6.700	 6.300	 3.972	 6.048
______ Ideal
	 9.000	 6.000	 6.000	 9.000	 ________ ________
C7	 Actual	 8.625	 8.250	 8.500	 6.625	 2.417	 3.680
______ Ideal
	 9.000	 6.000	 9.000	 6.000	 ________ ________
C8	 Actual	 5.750	 5.750	 5.500	 5.250	 2.727	 4.152
______ Ideal	 8.000	 7.000	 6.000	 6.000 ________ ________
C9	 Actual	 10.000	 10.000	 10.000	 10.000	 2.000	 3.045
______ Ideal
	 9.000	 9.000	 9.000	 9.000 ________ ________
ClO	 Actual	 5.250	 6.000	 7.125	 5.125	 5.009	 7.627
______ Ideal
	 9.000	 9.000	 6.000	 6.000 ________ ________
Cli	 Actual	 7.700	 7.500	 6.100	 4.900	 2.522	 3.839
______ Ideal
	 6.000	 6.000	 6.000	 6.000 ________ ________
C12	 Actual	 10.000	 8.000	 7.667	 5.000	 2.404	 3.660
______ Ideal
	 9.000	 9.000	 6.000	 6.000 ________ ________
C13	 Actual	 7.000	 7.000	 7.800	 7.400	 2.683	 4.085
_______ Ideal
	 6.000	 6.000	 6.000	 6.000 ________ ________
C14	 Actual	 6.857	 5.571	 5.714	 5.000	 6.568	 10.000
______ Ideal
	 9.000	 9.000	 9.000	 6.000 ________ ________
C15	 Actual	 8.625	 8.250	 8.500	 6.625	 2.417	 3.680
______	 Ideal	 9.000	 6.000	 9.000	 6.000	 ________
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Table 8.21 Cultural styles combination for the company actual and the
company ideal
CULTURAL STYLE	 FORMULA
[ACTUAIJ IDEAL( company)]
	
,/ (X1 - Y1)2
___________________ __________ __________ __________ _________ Before__I_After
Company A/I
	
P	 U	 M	 I	 Scaling
Cl	 Actual	 6333	 5.667	 7.333	 7.000	 1.732	 2.864
_______ Ideal
	 6.000	 6.000	 6.000	 6.000 ________ ________
(2	 Actual	 5.000	 5.333	 5.000	 8.333	 3.197	 5.288
_______ Ideal
	 7.000	 6.000	 7.000	 7.000 ________ ________
C3	 Actual	 3.000	 3.143	 7.143	 7.857	 5.444	 9.003
______ Ideal
	 6.000	 3.000	 3.000	 6.000 ________ _______
C4	 Actual	 6.300	 5.100	 6.000	 6.900	 5.011	 8.287
______ Ideal
	 6.000	 9.000	 9.000	 6.000 ________ ________
CS	 Actual	 3.700	 5.400	 6.300	 6.400	 3.450	 5.705
_______ Ideal
	 3.000	 6.000	 3.000	 6.000 ________ ________
C6	 Actual	 5.100	 4.900	 6.000	 3.900	 3.554	 5.877
______ Ideal
	 4.000	 4.000	 5.000	 7.000 ________ ________
C7	 Actual	 7.750	 7.500	 8.125	 7.750	 3.145	 5.201
_______ Ideal
	 9.000	 6.000 -
	 6.000	 9.000 ________ ________
C8	 Actual	 2.750	 4.000	 3.750	 4.000	 1.620	 2.679
_______ Ideal
	 3.000	 3.000	 3.000	 3.000 ________ ________
C9	 Actual	 6.500	 5.250	 6.500	 5.000	 6.047	 10.000
______ Ideal	 9.000	 9.000	 3.000	 3.000	 ________ ________
ClO	 Actual	 7.000	 5.250	 5.750	 7.375	 2.961	 4.896
______ Ideal
	 6.000	 3.000	 6.000	 9.000 ________ ________
Cli	 Actual	 6.700	 6.700	 6.000	 7.100	 1.480	 2.447
______ Ideal
	 6.000	 6.000	 6.000	 6.000	 ________ ________
C12	 Actual	 7.000	 8.000	 7.000	 7.000	 3.162	 5.230
______ Ideal
	 9.000	 6.000	 6.000	 6.000 ________ ________
C13	 Actual	 6.200	 4.800	 5.800	 6.400	 1.296	 2.144
_______ Ideal
	 6.000	 6.000	 6.000	 6.000	 ________ ________
C14	 Actual	 7.714	 8.429	 7.857	 4.714	 5.947	 9.835
______ Ideal	 6.000	 3.000	 9.000	 6.000 ________ ________
C15	 Actual	 7.750	 7.500	 8.125	 7.750	 3.145	 5.201
______	 Ideal	 9.000	 6.000	 6.000	 9.000
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Table 8.22 Decision making styles combination for the company actual
and the company ideal
Decision Making Style 	 FORMULA
EACTUAL/ IDEAL (company)]
	
- Y1)2
- Before I After
Company	 A/I	 Ac	 Re	 Th J 	Pr	 Scaling
Cl	 Actual	 6.667	 5.000	 5.667	 6.667	 2.646	 4.182
______ Ideal
	 6.000	 6.000	 6.000	 9.000 ________ _______
C2	 Actual	 5.333	 6.000	 6.000	 6.667	 2.625	 4.149
_______ Ideal
	 7.000	 8.000	 6.000	 7.000 ________ ________
C3	 Actual	 6.714	 6.286	 6.000	 7.286	 1.879	 2.970
______ Ideal
	 6.000	 6.000	 6.000	 9.000 ________ ________
C4	 Actual	 5.600 -	 5.300	 5.400	 5.300	 3.834	 6.061
_______ Ideal
	 6.000	 9.000	 6.000	 6.000 ________ ________
C5	 Actual	 6.900 -	 7.400	 8.200	 8.500	 2.064	 3.263
_______ Ideal
	 6.000	 9.000	 9.000	 9.000 ________ ________
C6	 Actual	 5.500	 5.900	 5.200	 5.300	 5.157	 8.152
______ Ideal
	 9.000	 6.000	 6.000	 9.000 ________ ________
C7	 Actual	 8.250	 8.750	 8.375	 8.625	 6.277	 9.924
_______ Ideal
	 9.000	 3.000	 6.000	 9.000 ________ ________
C8	 Actual	 5.500	 7.000	 7.000	 6.000	 5.408	 8.550
_______ Ideal	 9.000	 9.000	 9.000	 3.000	 ________ ________
C9	 Actual	 10.000	 6.500	 8.250	 7.500	 5.297	 8.374
_______ Ideal	 9.000	 9.000	 9.000	 3.000	 ________ ________
ClO	 Actual	 7.375	 6.625	 5.625	 6.750	 4.151	 6.563
_______ Ideal	 9.000	 6.000	 6.000	 3.000	 ________ ________
Cli	 Actual	 6.000	 6.400	 4.600	 4.400	 2.163	 3.420
_______ Ideal
	
6.000	 6.000	 6.000	 6.000	 ________ ________
C12	 Actual	 6.000	 7.000	 8.000	 8.000	 3.464	 5.476
_______ Ideal	 6.000	 9.000	 6.000	 6.000	 ________ ________
C13	 Actual	 7.000	 5.000	 6.200	 7.000	 1.744	 2.756
_______ Ideal	 6.000	 6.000	 6.000	 6.000	 ________ ________
C14	 Actual	 5.857	 6.571	 6.714	 7.714	 4.980	 7.872
_______ Ideal	 9.000	 3.000	 6.000	 9.000 ________ ________
C15	 Actual	 8.250	 8.750	 8.500	 8.625	 6.326	 10.000
_______ Ideal	 9.000	 3.000	 6.000	 9.000 ________ ________
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Table (8.23) Summarises the degree of success of each company at 3 levels,
and overall success.
Table 8.23 Summary table from approach 2 - The difference between the
actual & ideal of a company
Company	 Structural	 Cultural	 Decision making	 Overall
(effectiveness)	 (effectiveness)	 (effectiveness) (effectiveness^
_______________ _________________ __________________ __________________ 	 efficiency)
CI	 4.814 M.S.	 - 2.864 M.S.	 4.182 M.S.
	
M.S.
C2	 3.169 M.S.	 5.288 B.S.	 4.149 M.S.	 M.S.
____________	 6.247 B.S.	 9.003 Fail	 2.970 MS.	 Fail
C4	 1.476 H.S.	 8.287 Fail	 6.061 B.S.	 Fail
C5	 3.258 M.S.	 5.705 B.S.
	 3.263 M.S.	 B.S.
C6	 6.048 B.S.	 - 5.877 B.S.	 8.152 Fail	 Fail
C7	 3.680 M.S.	 5.201 B.S.	 9.924 Fail	 B.S.
C8	 4.152 M.S.	 - 2.679 M.S.	 8.550 Fail	 B.S.
C9	 3.045 M.S.	 - 10.000 Fail	 8.374 Fail	 Fail
ClO	 7.627 Fail	 - 4.896 M.S.	 6.563 B.S.	 Fail
Cli	 3.839 M.S.	 2.447 H.S.	 3.420 M.S.	 M.S.
C12	 3.660 M.S.	 5.230 B.S.	 5.476 B.S.	 B.S.
C13	 4.085 M.S.	 2.144 H.S.	 2.756 M.S.	 M.S.
C14	 10.000 Fail	 9.835 Fail	 7.872 Fail	 Fail
C15	 3.680 M.S.	 5.201 B.S.	 10.000 Fail	 B.S.
Differences are also presented in diagrammatic form for trust structure,
culture, and decision making. The diagrams indicate the overall match
between ideal and actual situations for each company. It is clear from
these diagrams how far each company's 'actual' is apart from its own ideal
for each sub-model (see Figure 8.8).
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8.19.1	 Quantitative diagram to show results at all levels from
approach 2
The results for each company at each level are shown together which may
be of additional assistance in formulating the overall qualitative results
(see Figure 8.9).
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8.19.2	 Summary comments from approach 2 - The difference
between the actual & ideal(of a company) for individual
companies
As for the first approach (1) a general comment can be made on the likely
degree of success of the individual companies observed.
Company 1:
Moderate success at all three levels is indicated here.
Company 2:
Although at the trust and decision levels moderate success is indicated, the cultural level
figure showing bare success is an important factor which might well indicate only bare
success overall.
Company 3:
Bare success at the first level coupled with failure at the cultural level would seem to
indicate overall failure.
Company 4:
Although good success is indicated at the trust level, the following failure and bare success
levels would indicate overall failure.
Company 5:
According to the perceptions in approach 2 overall bare success is indicated because of the
importance of the cultural level.
Company 6:
No level indicated more than bare success and with decision making level indicating
failure, overall failure would seem to be the result for this company.
Company 7:
Company 7 shows a similar picture to company 6, starting quite well but showing failure at
the decision making level and overall a picture of failure.
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Company 8:
Moderate success at the first two levels in spite of failure at the decision making level
might indicate at least bare success.
Company 9:
Failure at both cultural and decision making levels would indicate overall failure for this
company.
Company 10:
Failure at the trust level, in spite of some success at the other two levels would indicate
overall failure.
Company 11:
At each level at least moderate success would indicate moderate success overall.
Company 12:
With bare success at both cultural and decision making levels, overall bare success would
seem to be the result.
Conipanyl3:
As with company 11 overall moderate success is indicated.
Company 14:
At all levels failure is indicated for this company.
Company 15:
A moderately successful start with some success at the cultural level, would indicate bare
success in spite of a fail result at the third level.
8.19.3	 Overall results for approach 2 in relation to the degree of
success
According to the overall result in the second approach:
2 companies would not have been able to start up
3 companies could not have continued
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A further failure results from a combination of BS + BS + F.
Thus 7, almost half, failed with Saudi partners in this approach
8.20	 The third approach - A comparison between the ideal of each
company and ideal mean
For the third approach the figures for the individual company ideals were
compared with those of the average ideal for the companies as a whole. In
many cases there is variation between the companies' individual ideal
and the average ideal.
Ideal (mean) style elements were treated as in the first approach and the
ideals for each company were also taken. This indicates in some cases a
gap even between their own ideals as they perceived them and the average
ideal.
The same methods of calculation were used as in approach I and 2 leading
to three individual tables (one for each level) and a final combined table
(Table 8.27).
For the individual tables for each level and element calculation was made
by applying the sum of the differences of the average ideal of all
companies (lay) and the ideal of each company (Ic). Thus the difference is:
4
D(Iav, Ic)
i=1
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Where
Statement
D(Iav, Ic) Euclidean difference between the ideal (average) of all
companies (lay) in each style and the ideal value of each
company in each style (sub-model)
i (1,4)	 The number of elements of each style (sub-model)
Xi	 The ideal value (average) of elements of all companies (lay)
in each style ( sub-model)
The ideal value of element of each company in each style
(sub-modefl
Note:
Sub-models =
	
(trust structure, culture, decision making)
The three tables (trust structure, cultural, decision making) were combined
to achieve an overall result. The new combined table (Table 8.27) used for
the qualitative analysis of the combined sixth column from each of these
Tables (8.24 - 8.26) as an overall result of each company at the three levels.
A fifth column in each Tables (8.24 - 8.26) is produced from the square root
of the sum of the differences squared for each company.
The maximum values before scaling were taken from column five of each
of Tables (8.24 - 8.26) to produce column six. For example for company 1
the value before and after scaling is produced as follows:
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Table 8.23 A Example for producing the figure in a scale 0 to 10
Styles	 Maximum Value
	 Before Scaling	 After Scaling
Structure	 3.438	 3.036
_________________ 	 10.00	 ___________________ 	 8.832
Cultural	 6.121	 0.816
_________________ 	 10.00	 ___________________ 	 1.334
D. M.	 5.399	 2.710
_________________ 	 10.00	 5.021
The difference values of each style have been scaled to the range 0 to 10
using linear interpolation such that the maximum difference is scaled to
10 then in order to decide the degree of success of each company we divide
the region into 4 sub-regions such that:
Table 8.23 B Example to show the degree of success and the range from
0 to 10
Degree of success	 Statement	 (	 Range
H.S.	 Very close	 0-2.5
M.S.	 Close	 2.5-5
B.S.	 Far apart	 5-7.5
Fail	 Very far apart	 7.5-10
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Table 8.24 Trust Structural styles combination for company i11ig1
the ideal mean
IDEAL TRUST STRUCIJRE (mean) 	 /
............................
T	 F	 R	 A	 FORMUlA
8267	 7113	 7467	 6667	 4
- Yf
IDEAL TRUST STRUCTURE (company)	 Before	 Affier
Contpany	 T	 F	 R	 A	 Scaling
Cl	 6.000	 6.000	 9.000	 6.000	 3.036	 8.832
C2	 8.000	 7.000	 7.000	 7.000	 .646	 1.880
C3	 9.000	 9.000	 9.000	 6.000	 2.611	 7.595
C4	 9.000	 6.000	 6.000	 6.000	 2.102	 6.114
CS	 9.000	 6.000	 9.000	 6.000	 2.149	 6.251
C6	 9.000	 6.000	 6.000	 9.000	 3.069	 8.927
C7	 9.000	 6.000	 9.000	 6.000	 2.149	 6.251
C8	 8.000	 7.000	 6.000	 6.000	 1.638	 4.766
C9	 9.000	 9.000	 9.000	 9.000	 3.438	 10.000
ClO	 9.000	 9.000	 6.000	 6.000	 2.573	 7.483
Cli	 6.000	 6.000	 6.000	 6.000	 3.003	 8.735
CU	 9.000	 9.000	 6.000	 6.000	 2.573	 7.483
C13	 6.000	 6.000	 6.000	 6.000	 3.003	 8.735
C14	 9.000	 9.000	 9.000	 6.000	 3.438	 10.000
C15	 9.000	 6.000	 9.000	 6.000	 2.149	 6.251
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Table 8.25 Cultural styles combination for the company ideal
and the ideal mean
IDEAL CULTURE (mean)
P	 U	 M	 I	 FORMULA
6333	 5467	 5600	 6333	 4
Y1)2
_________________IDEAL CULTURE (company) 	 Before I After
Company	 P	 U	 =M	 I	 Scaling
Cl	 6.000	 6.000	 6.000	 6.000	 .816	 1.334
(2	 7.000	 6.000	 7.000	 7.000	 1.770	 2.892
C3	 6.000	 3.000	 3.000	 6.000	 3.615	 5.906
C4	 6.000	 9.000	 9.000	 6.000	 4.926	 8.048
C5	 3.000	 6.000	 3.000	 6.000	 4.274	 6.982
C6	 4.000	 4.000	 5.000	 7.000	 2.898	 4.735
C7	 9.000	 6.000	 6.000	 9.000	 3.830	 6.257
C8	 3.000	 3.000	 3.000	 3.000	 5.922	 9.674
C9	 9.000	 9.000	 3.000	 3.000	 6.121	 10.000
ClO	 6.000	 3.000	 6.000	 9.000	 3.670	 5.995
CII	 6.000	 6.000	 6.000	 6.000	 .816	 1.334
C12	 9.000	 6.000	 6.000	 6.000	 2.769	 4.524
C13	 6.000	 6.000	 6.000	 6.000	 .816	 1.334
C14	 6.000	 3.000	 9.000	 6.000	 4.227	 6.906
C15	 9.000	 6.000	 6.000	 9.000	 3.830	 6.257
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Table 8.26 Decision making styles combination for the company ideal
and the ideal mean
IDEAL DECISION MAKING (mean)
Ac	 Re	 Th	 Pr	 FORMULA
7467	 6553	 6 600	 6867	 - Y1)2
IDEAL DECISION MAKING (company)	 Before I After
Company	 Ac I Re	 Th	 j Pr	 Scaling
CI	 6.000	 6.000	 6.000	 9.000	 2.710	 5.021
C2	 7.000	 8.000	 6.000	 7.000	 1.657	 3.070
0	 6.000	 6.000	 6.000	 9.000	 2.710	 5.021
C4	 6.000	 9.000	 6.000	 6.000	 3.057	 5.663
CS	 6.000	 9.000	 9.000	 9.000	 4.307	 7.977
C6	 9.000	 6.000	 6.000	 9.000	 2.747	 5.088
C7	 9.000	 3.000	 6.000	 9.000	 4.444	 8.231
C8	 9.000	 9.000	 9.000	 3.000	 5.399	 10.000
C9	 9.000	 9.000	 9.000	 3.000	 5.399	 10.000
ClO	 9.000	 6.000	 6.000	 3.000	 4.236	 7.847
Cli	 6.000	 6.000	 6.000	 6.000	 1.883	 3.488
C12	 6.000	 9.000	 6.000	 6.000	 3.057	 5.663
03	 6.000	 6.000	 6.000	 6.000	 1.883	 3.488
04	 9.000	 3.000	 6.000	 9.000	 4.444	 8.231
C15	 9.000	 3.000	 6.000	 9.000	 4.444	 8.231
Table (8.27) Summarises the degree of success of each company at 3 levels,
and overall success:
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Table 8.27 Summary table from Approach 3 - The difference between
the ideal of each company and ideal mean
_Company]1 Trust structure	 Cultural	 Decision makin&
	
Overall
Cl	 8.832 Fail	 1.334 H.S.
	
5.021 B.S.
	
Fail
c2	 1.880 H.S.	 2.892 M.S.	 3.070 M.S.	 M.S.
0	 7.595 Fail	 5.906 B.S.	 5.021 B.S.	 Fail
C4	 6.114 B.S.	 8.048 Fail	 5.663 B.S.	 Fail
6.251 B.S.	 6.982 B.S.	 7.977 Fail	 Fail
C6	 8.927 Fail	 4.735 M.S.	 5.088 B.S.	 Fail
C7	 6.251 B.S.	 6.257 B.S.	 8.231 Fail	 Fail
CS	 4.766 M.S.	 9.674 Fail	 10.000 Fail	 Fail
C9	 10.000 Fail	 10.000 Fail	 10.000 Fail	 Fail
ClO	 7.483 B.S.	 5.995 B.S.	 7.847 Fail	 Fail
CII	 8.735 Fail	 1.334 H.S.	 3.488 M.S.
	 Fail
C12	 7.483 B.S.	 4.524 M.S.	 5.663 B.S.
	 B.S.
C13	 8.735 Fail	 1.334 H.S.	 3.488 M.S.	 Fail
C14	 10.000 Fail	 6.906 B.S.	 8.231 Fail	 Fail
C15	 6.251 B.S.	 6.257 B.S.	 8.231 Fail	 Fail
Differences are also presented in diagrammatic form for trust structure,
culture, and decision making. The diagrams indicate the overall match
between average ideal and individual company ideal situations. It is clear
from these diagrams how far each company's ideal is apart from the
average ideal for each sub-model (see Figure 8.10).
8.20.1	 Quantitative diagram to show results at all levels from
approach 3
The results for each company at each level are shown together which may
be of additional assistance in formulating the overall qualitative results
(see Figure 8.11).
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8.20.2	 Summary comments from approach 3 - The difference
between the ideal (of each company) & ideal mean for the
companies
As for approaches 1 and 2 a general comment on the likely degree of
success of the individual companies observed can be made.
Company 1:
Although there are indications of success at the cultural and decision making levels, failure
at the first level would indicate overall failure.
Company 2:
High success at the outset is followed by moderate success at the other two levels,
indicating moderate success overall.
Company 3:
Again failure at the outset, with only bare success following, would indicate failure
overall.
Company 4:
Failure at the cultural level with only bare success elsewhere would indicate overall
failure.
Company 5:
Only bare success at the first two levels and failure at the decision making level would
seem to indicate overall failure.
Company 6:
Again initial failure would indicate overall lack of success.
Company 7:
The results here are the same as with company five-overall failure indicated.
Company 8:
A moderate success at the trust level is followed by failure at the other two levels,
indicating overall failure.
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Company 9:
No success is indicated for this company at any level.
Company 10:
As with companies 5 and 7 two levels of bare success coupled with failure at the third level
would seem to indicate failure.
Company 11:
In spite of success at the second and third levels the failure at the crucial trust level would
indicate overall failure.
Company 12:
With bare successful at the first level and the third and with moderate success at the
cultural level, overall bare success would seem to be indicated for this company.
Company 13:
As with several other companies failure at the crucial first level would indicate overall
failure.
Company 14:
Failure at the first and third levels and only bare success at the cultural level indicates
overall failure.
Company 15:
As with several other companies bare success at the first two levels, followed by failure at
the third, would indicate failure overall.
8.20.3	 Overall results for approach 3 in relation to the degree of
success
According to the overall result in the third approach
7 companies would not have been able to start up
2 companies could not have continued
A further four failure resulted from a combination of BS + BS + F.
Thus 13, almost all companies, failed with Saudi partners in this approach.
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8.21	 Final results for individual companies (Summary Table 8.19,
Table 8.23, Table 8.27)
To produce Table 8.28 the qualitative results from Tables 8.19 (first
approach-company actual against average ideal), 8.23 (second approach-
company actual against its ideal), 8.27 (third approach- company ideal
against average ideal) were combined to give a final view of degree of
success for each company, based on the whole model.
Table 8.28 Summary table of company degree of success (3 approaches)
and final view
Company	 App. 1	 App. 2	 App	 Final View
Cl	 Fail	 M.S.	 Fail	 Fail
c2	 B.S.	 M.S.	 M.S. -
	 M.S.
0	 Fail	 Fail	 Fail	 Fail
C4	 B.S.	 Fail	 Fail	 Fail
C5	 B.S.	 B.S.	 Fail	 B.S.
C6	 B.S.	 Fail	 Fail	 Fail
C7	 Fail	 B.S.	 Fail	 Fail
___________	 Fail	 B.S.	 Fail	 Fail
C9	 Fail	 Fail	 Fail	 Fail
ClO	 M.S.	 Fail	 Fail	 Fail
Cli	 B.S.	 M.S.	 Fail	 B.S.
C12	 B.S.	 B.S.	 B.S.	 B.S.
C13	 M.S.	 M.S.	 Fail	 B.S.
C14	 Fail	 Fail	 Fail	 Fail
C15	 Fail	 ifS.	 Fail	 Fail
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8.21.1	 Comments on the final view and the criteria used for
measuring the degree of success
The definition of success and failure in the model is based on the
company's own perceptions of what they consider to be the ideal for each
element within each level, and what they see as the actual situation in
their joint venture work and management team.
It should be emphasised that there are many criteria of success in
international joint venture work, but in this thesis the criterion is the match
between perceived mean ideal and actual situations, between perceived
company ideal and actual, and perceived company ideal and mean ideal
situations in cultural (trust, culture, decision making) factors. From these
criteria the picture is one of overall failure in most companies.
This approach to the problem is based on the views of experts in
Saudi/British international joint venture construction management, and
their quantitative rating of various factors.
8.21.2	 Results of the model in relation to the 3 - approaches
Company 1:
Although approach two indicates moderate success, the other two approaches show
failure. Thus failure is indicated overall.
Company 2:
The first two approaches indicate only bare success even though the third shows moderate
success. Overall bare success scorns to be the result.
245
Company 3:
In all three approaches there are wide differences between the perceptions. This seen-is to
indicate lack of success. All three approaches appear to show lack of success for this
company.
Company4:
The same type of differences as in company 3 are shown here. Only bare success in approach
1 with failure in the other two approaches which indicates overall failure.
- Company5:
Taking into account the degrees of success at each level as well as the overall results of each
approach (bare success, bare success and failure respectively), bare success would seem to be
the overall result here.
Company 6:
With failure in approaches 2 and 3 and only bare success for approach 1, overall failure is
indicated for this company.
Company 7:
Failure is indicated for this company by all three approaches.
Company 8:
With failure in the first and third approaches and only bare success in the second
approach, overall failure is shown for this company.
Company 9:
The three approaches all indicate failure in this case
Company 10:
Although a moderate degree of success is shown by the first approach the other two
indicate failure- thus failure overall.
Company 11:
With the three approaches showing bare success, moderate success and failure
respectively, bare success might be indicated here.
Company 12:
For this company all thrce approaches show bare success
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Company 13:
The first two approaches show moderate success for this company, the third failure. Bare
success overall would seem to be the indication.
Company 14:
Here failure is shown in each approach.
Company 15:
Failure with the first, bare success in the second, and failure again in the third approach
would indicate overall failure.
8.21.3	 Results in relation to hypotheses
The results in Chapter 8 confirm hypotheses 4 and 5 of the thesis. The
quantification of the model is elaborated in this chapter.
Thus confirming hypothesis 4 Tables 8.16 to 8.18 show the Euclidean
difference ( which had been chosen as the most appropriate mathematical
calculation) between perceptions, by expert project co-ordinators, of
company actual and ideal (mean) situations in all elements of three levels
of the model, for each company to show degree of success quantitatively.
Similarly Tables 8.20 to 8.22 show the Euclidean difference between company
actual and company ideal situations for the above factors.
In the same way Tables 8.24 to 8.26 show the Euclidean difference between
company ideal and ideal mean for the above factors.
In confirming of hypothesis 5 Tables 8.19, 8.23 and 8.27 show overall
degree of success (effectiveness and efficiency) for each company,
combining the three levels for each approach and using the concept of
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relative importance (see Chapter 5- 5.6 sub-models and levels) to obtain an
overall qualitative view for each approach.
8.21.4	 Results of the model in relation to real life
The results from the three individual approaches show that many of the
companies failed at the first and second levels, i.e. British companies could not
start up or continue business with Saudi partners. The results from the three
tables (Tables 8.19, 8.23, and 8.27) gives (7F + 7F +13F) and then divided by 3
to give an average of 9F verify the results in the final table (Table 8.28) which
shows lop. Thus the individual results support the overall view (Table 8.28).
The final results verify the preliminary view gained from the results in
Chapter 7 (Tables 7.8, 7.9, and 7.10) on the differences in the perception of
ideal and actual situations by the expert managers.
The view of poor success obtained from the final qualitative approach
(Table 8.28) to the model corresponds with the many statements of serious
problems which were made in interviews. Examples of real life problems
for specific companies are shown below:
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Table 8.29	 Example of real-life problems between British and
Saudi partners
Company	 Example of Real-life problems
Company I	 Could not continue with Saudi partner in the business
Company 2	 Could not understand their partner's views,
_____________________	
approaches_and_plans
Company 3	 British managers were expected to work for British
______________________	 interests,_not for the_joint_venture as a whole
Company 9
	
Many staff returned to Britain because of 'problems'
with Saudi partners in the business. They wanted
their Saudi partners to act outside of Saudi
government regulations for the benefit of the British
______________________ 	 side rather than that of the joint venture
Company 14
	
	 The British side did not express their views frankly
in meeting with their Saudi partners, but criticised
____________________ 	 the Saudis outside the meeting
Company 8, 1O&15	 They had to employ American managers in the joint
venture with Saudi partners because of the British
managers lack of appreciation of cultural aspects ( see
also Chapter 1,1.5 major problems in success and
failure of British firm with Saudi partners)
8.22	 Main problems (other companies)
Other companies did not give specific details, but indicated that they had
similar problems.
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8.23	 Common factors between the approaches
Between approach I and approach 2 there is the common factor company
perception of actual situation. For approaches 2 and 3 there is the common
factor company perception of ideal. Between 1 and 3 there is the ideal
mean in common. Thus between the three methods there are common
factors which strengthen of the overall approach. It is not surprising
therefore to observe the similar result which appears in a considerable
number of cases across all three approaches.
8.24	 Comparing the three approaches
There are slight differences in the overall results for the three approaches
(Table 8.19, 8.23 and 8.27) but each approach does show at the best limited
success and the worst a high predominance of failure. The combination of
the three approaches shows overall failure (see Table 8.28).
8.25	 The Model and its selection and training implications
Thus in spite of the indication of some degree of success at some levels, for
some companies, the overall picture, viewed from the three approaches,
shows many shortcomings in the styles of management needed to cross
cultural barriers, and therefore a need for extensive training in the
particular areas which are shown to be defective for each company. The
three approaches help to define the particular areas and in what respect
the company falls short, e.g. of its own ideal, or that of the companies as a
whole (mean). The perceptions were obtained from the top level of
management in the construction industry, and are thus considered to be
highly reliable.
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The model will be a useful diagnostic tool not only within the company
itself but in comparison with the construction industry as a whole, in
respect of cross-cultural features that the model refers to. The diagnosis
based on the model would be useful for selection and training of
management team in British/Saudi construction industry international
joint ventures.
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CHAPTER NINE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
CHAPTER NINE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
9.1	 Introduction
This chapter summarises material presented in the body of the thesis and
outlines results and findings from earlier chapters. It shows the development
of the model through study of previous research in the literature (Chapter 2)
focused more in the Argument (Chapter 5), and through extensive interviews
with experts who brought out the need and confirmed the validity of the
approach to the model and its factors. Questionnaire responses and
discussion which support the factors of the model are found in Chapters 4,6
and 7. It is particularly concerned with the results in Chapter 8 and
confirmation of the hypotheses and thus the consequent need for
management selection and training on more methodical lines. Some
suggestions are made for possible future research using the model of this
thesis as a basis for testing prior to management selection and training for
international joint ventures.
The results confirmed that cultural factors are of great importance in the
UK/Saudi international joint ventures in the construction industry, a view
that was expressed at very beginning of the interview by the researcher with
construction industry top managers, who were experts in international joint
venture work. Ten of the management teams out of 15 were in the perception
of their co-ordinators (the expert respondents), failures as far as cultural
factors were concerned. This confirms the need for the model and relates to
the fact that they did not use systematic selection and training methods for
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their international joint venture management teams, and consequently had
difficulties in their dealings with Saudi partners.
9.2	 Main findings of the research
The following section outlines the progress of the study and the main
findings of the literature research.
9.2.1	 Joint venture managers across culture
Chapter 2 presents a wide range of literature on various aspects of the
international joint ventures and cross-cultural management. It is concerned
with many factors which underlie the research and modelling of this study:
characteristics of the joint venture; international joint ventures and their
formation and management; theories of leadership; cross-cultural features
and styles, and their relationship to management and organisations; decision
making and management teams; testing and training for management in a
cross-cultural context. Many of the factors, and indeed certain models in the
above literature, pointed towards the eventual model of this thesis.
Hypotheses 1 and 2 of the research are stemmed from the above literature
review and on 'real life' interviews with expert managers in the construction
industry.
9.2.2	 Methodology
In Chapter 3 the main purpose of the methodology was to explore the
hypotheses (derived from the literature and extensive interviews with
academics and expert managers in the construction industry) that cultural
factors have a major effect on the success of international joint ventures and
the degree of success of construction firms in joint venture partnerships with
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Saudi firms and that these factors can be judged quantitatively and
qualitatively by examining the perceptions of top management in such firms.
No research into UK/Saudi international joint ventures in the construction
industry, relating to cultural styles, had been conducted before. The process
of finding those construction companies working in Saudi Arabia, and those
who were engaged in joint ventures with Saudi partners is presented in some
detail. A series of Questionnaires and interviews were used to obtain general
information from key managers in those companies with joint ventures in
Saudi Arabia. Interviews with academic experts gave advice on possible
approaches in the study.
The development of the Questionnaires was a lengthy process involving
several versions and modifications.
For the first Questionnaire 27 companies out of 31 produced usable material.
This Questionnaire sought information about the combination of companies
in the joint venture, the choice of partner, the joint venture policy and
methods and various joint venture determinants, management, technical,
cultural, strategic, decision processes, etc.
The second Questionnaire sought detailed information from selected
companies on how British companies work with Saudi partners.
The third Questionnaire was developed through interviews again with
chosen respondents, but there were still questions not fully answered. It
became apparent that it was necessary to focus on a specific joint venture
project with each company and to base questions on the final model which
had been developed throughout the research process. This was done through
the fourth Questionnaire and by interviews with 20 companies Usable data
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was finally obtained from 15 companies, the remaining five being unwilling
to provide answers covering the whole scope of the model because they
considered certain information too sensitive. It should be noted that none of
the respondents was willing to give detailed financial information.
It should be noted that the second, third and fourth Questionnaires make up
what is elsewhere referred to as the " Second- comprehensive Questionnaire"
(see 3.7.1).
The first Questionnaire results set the researcher on the way to the model, as
cross cultural elements emerged even at this stage. The results of the second
comprehensive Questionnaire provided the data on which the model analysis
was based.
9.2.3 Joint venture background, partner selection and determinants
It was found from the first Questionnaire (Chapter 4) that the companies
investigated did not use a quantitative method for analysing risk in their
international joint venture work (Table 4.18).
The importance of various elements related to the sub-models emerged. these
were cultural and managerial aspects as selection determinants (Table 4.15),
values and attitudes (i.e. culture) as a major difficulty in Saudi (Table 4.16),
top management and organisational culture as elements for international joint
venture success in Saudi Arabia (Table 4.17).
These results show the importance of the cultural elements or culture-related
elements in the development of the sub-models, and their connection with
difficulties experienced by the international joint venture firms in Saudi, the
selection of the management team, and the success of the international joint
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venture. This gives the support for building a model related to degree of
success in cultural factors. The results also encouraged the researcher to
return to the literature and to focus on the cultural elements found in Chapter
4 to produce a detailed argument for the 3 sub-models of the model. These
were to be elaborated by way of the case study Questionnaire and interviews
(see Chapters 5,6,7 and 8).
9.2.4	 Justification for building the model for the international joint
venture (an expert confirmation)
Chapter 5 returns to the literature reviewed in Chapter 2, taking into account
the results in Chapter 4 and many interviews with construction industry
experts, to focus initially on the specific elements of the second and third sub-
models. These, having been taken from the literature were submitted to the
experts for their confirmation, particularly in the international joint venture
context. It was at this stage that the trust structure elements were put
forward, by the experts themselves, although there had been some general
reference to such elements in the literature. After this confirmation (see
Appendix E) it was possible to set up the preliminary model in relation to the
TJX./Saudi construction industry international joint ventures.
9.2.5	 Joint ventures' background and factors for success
It was found (Chapter 6) that there was 100% agreement on the importance of
cross-cultural features in the international joint ventures, by respondents.
Very high importance was given to mutual trust between joint venture
members in the respondents' views. Good communication, flexibility and
autonomy were considered to be highly important. The fact that mutual trust
was rated so highly and had earlier been found in interview to be a serious
problem for the joint venture work with Saudis, together with the finding that
flexibility and autonomy were important forms to the basis for the first (Trust
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structure) level of the model (see Table 6.13). Thus the first and second sub-
models are strongly validated by the results in this chapter. Table 4.17 in
Chapter 4 had already given validity to the second and third sub-models in
the importance to success of international joint ventures placed on decision
making and organisational culture. Thus by this stage all three sub-models
have been validated.
9.2.6	 Background to specific projeds and aspects of management
teams
For specific projects (Chapter 7), among the highest ranked elements in the
decision support system for management selection were international
experience, flexibility, trust, responsibility, autonomy, communication and
cultural knowledge. Questions were put to the respondents which produced
figures important as a basis for the three sub-models in the final model. A
difference was observed between the perceived ideal situations in the trust
structure, cultural, and decision making styles, and the observed actual
situation in the joint venture projects. This difference formed the basis of the
final quantitative sub-models in Chapter 8.
In Table 7.6 on the decision support system for managerial selection all the
trust structure elements of the model (first level) are supported by the
importance given to them, and the table also emphasises the importance of
the cultural sub-model (second level) in that cultural knowledge is rated
relatively highly.
The results in Tables 7.8, 7.9, and 7.10 are a direct step towards the
quantitative elaboration of the model in Chapter 8. Comparing ideal and
actual perceptions. There are considerable differences in the first two crucial
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levels, and some differences in the third. The first two levels are referred to as
crucial because they are essential for the start up and the successful
continuance of the international joint venture projects respectively. See
hypothesis 5, Table 9.1 for confirmation of the crucial importance of the first
two levels of the model in international joint venture effectiveness.
This difference in perception of ideal and actual in the elements of the three
sub-models, together with the importance of the model factors, brought out
by literature review and interview with experts gives authority to the
building and testing of the more detailed model in Chapter 8.
The results in the latter part of Chapter 7, thus, have shown the elements of
each sub-model and quantified perceptions, revealing differences between the
ideal and actual, although these were for the overall situation in the
companies. These differences gave encouragement and authority to proceed
with the detailed analysis of Chapter 8, where the individual companies were
systematically examined to find proof of hypothesis 4 and part of hypothesis
5 concerning the quantitative and qualitative degree of success of the
companies in cultural matters.
9.2.7	 The model development
The key results of the thesis are thus found in Chapter 8. The model was
developed on the basis of the preceding investigations. The model involved 3
sub-models, trust structure(which includes trust, responsibility, autonomy
and flexibility), cultural styles (power distance, uncertainty avoidance,
masculinity and individualism), and decision making styles (activist,
reflector, theorist, pragmatist).
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It is important to note that the model is on three levels (trust structure,
culture, and decision making) and that there is need for improvement in
connection with the trust structure of the joint venture (flexibility,
responsibility, autonomy, trust itself), better cultural awareness and the
fitting together of suitable management teams with this awareness, and the
creation of more efficient management teams for projects, based on the
optimum mix of decision making styles.
The reason for the three levels has been explained in detail elsewhere ( see
Chapter 5, 5.6 for sub-models and levels and Chapter 8 in Table 8.29). The
first level (trust structure) is crucial to the start-up of the business, the second
level is vital to the successful continuation, and the third level important to
the efficient running of the business in respect of decision making to solve
any problems that may arise.
9.2.7.1	 Quantitative and qualitative results
The methods used in this thesis have been an attempt to quantify the selection
and training criteria, particularly as the present real life procedures are
mostly qualitative. They often depend on the subjective views of top
management.
Three approaches were made to each of the above sub-models, involving first
a comparison between perception of the ideal averaged for all companies and
individual companies' perception of their actual situation, by applying the
square root of the sum squared of the difference between them. These
differences revealed the degree of success of each company in the three sub
models.
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Table 9.1 Example to show the degree of success and the range from 0 to 10
Degree of Success 	 Statement	 Range
H.S.	 Very close	 0- 2.5
M.S.	 Close	 25-5
B.S.	 Far apart	 5- 7.5
Fail	 Very far apart	 7.5 - 10
The second comparison was between the actual of each company and the
ideal of each company. The same calculations were applied, to find degree of
success, as in the first approach.
Similarly, in the third approach, a comparison was made between the ideal of
each company and the average ideal. Again calculations were made and
degree of success observed, as with the first two approaches.
For all the sub-models it was possible to present quantitative calculations of
degrees of success, although at the final whole-model stage for the overall
view the statements had to be qualitative, because it was not possible to
obtain realistic quantitative figures by combining the three diverse sub-
models. Thus there were three qualitative lists (by company) one for each
approach, and three approaches were then combined into an overall
qualitative view for each company (Table 8.28, Chapter 8).
Thus in this final view for five of the companies according to their own
perceptions, some indication of success is shown, but all at the bare success
level. For the other ten overall lack of success in terms of the three
approaches is indicated. The above general view matches the overall picture
shown by the separate results from each approach and at each level (Tables
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8.19, 8.23, 8.27). Thus, though some degree of success is shown, at some
levels, for some companies, the overall picture is lack of success.
Shortcomings from particular areas of the model are revealed that
weaknesses in the individual companies and this indicates a need for
extensive training.
The model could seen as a useful diagnostic tool, not only within the
company itself but in comparison to the construction industry as a whole in
the international joint venture field where the cross-cultural elements of the
model are important factors of success.
9.3	 Main results and findings of each chapter in relation to the
hypotheses
The table below shows how the results of each Chapter confirm the various
hypotheses.
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Table 9.2
	 Support for the hypotheses by each chapter
Chapters and Hypotheses Results in each Chapter in relation to the Hypotheses
Chapter 2 Hi An extensive review of the literature reveals that cultural
factors strongly affect the success of international joint
ventures
H2 From the literature three cultural aspects arise, trust which was
noted as general terms, cultural style and decision maldng
which were related more specifically to success.
Chapter 4 Hi The effect of cultural features on the degree of success is shown
in Table 4.15 ( Selection determinants - a score of 82 for cultural
features); Table 4.16 (Difficulties in Saudi- a score of 87 for
values and attitudes); Table 4.17 ( Elements for international
joint venture success in Saudi- a score of 104 for organisational
__________ culture)
H2 Table 4.16 shows the importance of values and attitudes (the
culture aspect); Table 4.17 shows the importance of decision
making
H3 Table 4.10 showed that most companies did not use a
computer program, but used written polices for international
joint venture selection. In Table 4.18 it is shown that very few
companies had a method for risk analysis. This shows a strong
need for a model
Chapter 5 H3 Chapter 4 results, in extensive interviews with experts, and the
literature survey show the need for a model and the possibility
of three sub-models in that model. Chapter 5 focuses on the
most important earlier research as shown in the literature, on
the views of expert managers interviewed and the results in
Chapter 4 (Tables see 4.16 and 4.17) and proposes a
preliminary model composed of Trust structure, Culture and
_______ Decision Making (The three sub-models)
H5 The overall view of degree of success sought in Chapter 8
required the relative importance of the 3 sub-models to be
established.
The argument in Chapter 5, as well as being literature based
shows that by interview with expert managers the Trust
Structure found to be crucial for the start-up of the business
(Thus level 1), the cultural style was found to be essential to the
successful continuance of the business (Thus level 2), and the
decision making aspect was thought to be very important but
not so vital as the first Two. The first two determine the
effectiveness of the team in cultural matters, the third is
__________ _________ concerned with efficiency. 	 ________
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Chapter 6
	 Hi	 In Table 6.10
( Importance of cross-cultural factors in international join
venture success). It is shown that there is 100% agreement by
the expert managers on the importance of cultural factors.
H3 The importance first and second sub-models- Trust and
Culture is clearly brought out in Table 6.13. Thus from Chapter
4 where results for Table 4.16 and 4.17 point to the second and
third sub-models, these results and the results in Table 6.13
above gives strong confirmation of the full model with its three
sub-models. This shows the need of a model in the three levels
Chapter 7 H3 The model was seen to be important as a basis for selection of
management teams. Table 7.6 shows the importance of all four
elements of the Trust Structure sub-model and the importance
________ of cultural knowledge.
H4 Tables 7.8 to 7.10 present the three sub-models and give a
quantitative view of the difference in perception of ideal and
actual situation in cultural factors of the international joint
venture. At this stage is overall view, but nevertheless it is
quantitative. The differences seen give authority to proceed to
________ a detailed analysis, for each company, in Chapter 8.
Chapter 8 H4 Tables 8.16 to 8.18 show the Euclidean difference between the
perception of company actual and ideal (mean) situations in all
elements of the three levels of the model, for each company, to
show degree of success quantitatively
Tables 8.20 to 8.22 shows the Euclidean difference between
company actual and company ideal situations for the above
factors
Tables 8.24 to 8.26 shows the Euclidean difference between
company ideal and ideal mean
for the above factors
Tables 8.19, 8.23 and 8.27 show overall degree of success
(effectiveness and efficiency) for each company, combining the
three levels for each approach and using the concept of relative
importance (see Chapter 5) to obtain art overall view for each
____________ _________ approach.
Note:
H5* In referring to hypothesis 6, which relates to the relative
importance of the three levels of the model for the specific projects, there is
supporting evidence, both from quantitative response by the experts and
general views given in interviews. In Table 6.10 it can be seen that the experts
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are 100% agreed on the importance of cultural factors. This covers the general
importance of the three sub-models. In Table 6.13, however, mutual trust is
given the highest ranking. A high score is also seen in this table for
compatible values and culture. This indication of the relative importance of
the two levels is strongly supported by the views expressed by the experts in
the interviews that the trust structure level is crucial for the start up of the
project, which places it first, and the cultural values level is also vital for the
successful continuance of the project.
The above table shows the need for and importance of the model of degree of
success in cultural aspects of the international joint venture. It is
recommended that this model can be used for selection and training of
management teams for British/Saudi international joint ventures in the
construction industry (see 9.5 Psychometric testing).
9.4	 Results of the model in relation to real life
The results of the 3 individual approaches ( Tables 8.19, 8.23, and 8.27)
support the overall view (Table 8.28). The problems were already found in
Chapter 7 (Tables 7.8 to 7.10) where differences between perceptions of ideal
and actual were shown in general terms, being especially important at the
first two levels. The real life problems were shown right from the beginning
of the research (see Chapter 1, 1.5 Major problems in success and failure of
British firms with Saudi partners) and 8.20.3, where 8 examples out of the 15
companies are given of those who had problems in doing business with Saudi
firms because of different values and attitudes. Others not giving specific
details but indicated that they have similar problems. The extensive real life
interviews with the experts, described above confirmed hypothesis 1 and
their further views on the different importance of the three sub-models,
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produced the 'levels' which confirms hypothesis 5 (see Chapter 5 - 5.6 Sub-
models and levels). Support of the hypotheses by each chapter is also given in
this chapter (Table 9.1). Examples of real-life problems between British and
Saudi partners (see Table 8.29).
9.5	 Significance of thesis results
It can be seen from the results that according to the perceptions of the
companies investigated on trust structure(flexibiity, responsibility, autonomy
and trust itself), cultural style, and decision making style), there would be a
large degree of failure (i.e. falling short of their ideal or the average ideal for
the elements of the model) in construction industry joint ventures with Saudi
partners in relation to cross-cultural factors.
The results strongly link with the real life situations mentioned above (9.4).
The models developed to show these results could be used to diagnose
shortcomings of management teams and to make improvements in these
teams for the future both in respect of selection and training, because not only
do the models indicate overall degrees of success but it can be seen at which
levels there is need for improvement in each case.
9.6	 Training in cultural areas
Considerable attention has been devoted in the literature to cross- cultural
training for international management (see Chapter 2). There is less evidence
in the literature of the availability of decision making styles training,
especially in a cross cultural context (see Chapter 2).
Perhaps the most difficult aspect to fit into the training concept is the trust
structure level. This area is a crucial one according to top managers in the
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industry interviewed by the researcher. Thus in real life this is a vital level in
the model, without which it is difficult even to start a business. Future
research may be needed on whether training is appropriate at this level and
what form that training should take. It may be, however, that this trust area is
covered to some extent by general cross-cultural training, in that the concepts
of the trust structure model do have relation to cross-cultural features.
Whether or not training has been mentioned in general terms at the various
levels of the model, certainly nothing is available on such training as applied
to the UK/Saudi. International joint venture in the construction industry and
this could form a particular area of research which needs to be pursued
within the human resource area. The present research underlines how
important such future research might be to the greater success of construction
industry international joint ventures, in selection and training of
management.
9.7	 Psychometric testing and the success of the international joint
venture in cultural aspects
9.7.1	 Psychometric testing
Psychometric testing enables companies to assess the significance of the
uncertainty that is associated with selecting senior managers. This is
particularly beneficial in international business where cultural differences and
problem solving are different. In such a situation, psychometric test
simulation in relation to the trust, culture, and decision making, are beneficial
in determining the significance of differences of management styles
internationally.
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Using psychometric measures would enable companies to evaluate suitability
of different senior managers in relation to the variation in their styles.
The model built in this thesis can be used for psychometric testing in the
international joint venture because when given as a test to management team
co-ordinators to evaluate the members, the company can see from their
responses whether or not they have shortcomings in cultural aspects and
need training, or whether they are unsuitable for appointment to the
management team. It can also seen at which level shortcomings arise because
of the three-level nature of the model and in which elements they are
deficient. Thus it can define what particular level needs to be modified or
needs training and even what element in that level.
This quantitative approach is important for proper selection and training. The
quantitative method is verified by J
.
 P. Guilford who describes psychometric
methods thus 'Measurement means the description of data in terms of
numbers and this, in turn, means taking advantage of the many benefits that
operations with numbers and mathematical thinking provide." (1)
The results of the present research and the models developed should be
useful as a basis for psychometric testing and for training. From the model
we can discover deficiencies in members of the management group and select
those most suitable for joint venture projects, bearing in mind criteria specific
to the particular company, or train management on the basis of the results to
eliminate or modify these deficiencies. The aim is an effective and efficient
team to run the joint venture project, and the reduction of risks involved in
joint venture projects, especially in top management.
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Jn a joint venture between, for instance, British and Saudi Arabian companies,
there is the need for the most careful selection of the joint-venture
management. In addition, it is an important consideration that the joint-
venture management team for consultants, constructors, and others in the
construction industry have specific training for operations across cultural
barriers.
Although the present model is based on the construction industry joint
venture with a Saudi partner, it could be used with any industry and in any
international joint venture context bearing in mind the different criteria and
characteristics of different industries.
Future research might well be focused on methods of selection and training
related to the models and the tests based upon them.
9.8	 A Human Resource approach to measuring success
There are a number of possible areas where problems may occur in joint
venture work with Saudi firms. Among these areas examined in the early
stages of this study are market conditions, selection of joint venture partner,
profit criteria, equity share, type of project, ... etc. (see appendices C to E and
J) all these affect the degree of success of a venture. However, a problem that
was strongly brought to the researcher's attention on the British side of joint
work in Saudi Arabia was how far they needed to develop management
styles taking account of the culture differences, to work successfully as a joint
venture partner in Saudi Arabia. As mentioned in Chapter 1, p.3, firms stated
that they had to bring in American staff to cope with the problems of
managing in the cross-cultural context of the joint venture in Saudi Arabia.
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The results from one of the interviews exemplify this problem in relation to
the cross-cultural dimension. The management style indicated remained
firmly British in respect of Hofstede's dimensions in spite of several years
working in Saudi Arabia. Throughout the many interviews the difficulties in
dealing with their Saudi partners on a cultural basis were emphasised by the
expert managers involved. They did not know how this problem could be
solved. That is why the research was pursued, because there was a need to
darify and if possible quantify the situation.
The main hypotheses which were formulated in Chapter 1 on cultural effects
on degree of success in international joint ventures are clearly confirmed by
the detailed quantitative results from the model calculations and the final
overall qualitative view. This research has given a solid form to the lack of
understanding expressed by the UK managers about the cultural aspects of
their dealings with their Saudi joint venture partners.
The overall results of the model, using the criterion of match between
perceived ideal mean and company actual situations, between perceived
company ideal and actual, and between perceived mean ideal and company
ideal situations, all in cultural factors (Trust, Culture, Decision Making)
showed many over failure in these three Cultural aspects.
This approach to the problem is based on the views of expert managers in
construction industry international joint ventures.
From this study and conclusions recommendations can be made for the
present and for future research.
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9.9	 Recommendations for success in British I Saudi construction
industry joint ventures in cultural aspects
To ensure success in the international joint venture items of the cultural
integration into a new organisational culture, the following are required:
1) Diagnosis of international joint venture management team members or
prospective members in respect of the three aspects of the model by
psychometric testing. The model of this thesis could be used for such
Psychometric testing to determine the potential degree of success of
management teams working together in international joint ventures.
2) Having discovered defects in management team members at any level
of the model,
(a) To provide training in the appropriate aspect(s) to the level of
competence by the company for managers already in the
company. Each sub-model of the thesis model can be examined
to see in which elements there are defects, to determine where
such training should be concentrated.
(b) To use the knowledge of the above defects, in the selection
process, including the appointment of candidates suitable in
general terms (technical etc.), but needing special cultural
training. The model of the thesis is specifically geared to be used
as a basis for this type of cultural training.
It is recommended that selection and training based on this model be adopted
by British companies in the construction industry working in the international
joint ventures with Saudi partners. This would greatly enhance the degree of
success in the aspect of culture, and have an effect on the overall success of
the international joint ventures.
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There seems to be no reason why the British construction industry managers
in international joint venture's with Saudi partners should not have similar
training programmes to their Japanese and American counterparts and more
consistently achieve the same high standards in cross-cultural matters.
9.10	 Recommendations for future research and development
1) The possibility of creating an expert system based on the thesis model
might be investigated, for personnel selection and training.
2) It seems that there may be a deficiency in training in cultural aspects in
British/Saudi construction international joint ventures. This thesis
model could be an important and useful basis for investigation of
training possibilities.
3) Although training and selection are available, these are not based on
prior quantitative testing, as could be provided at each separate level
and element by the present model.
4) This model could be a starting point for further models to test
deficiencies in international management teams.
5) The concept could be extended to further industries, engaged in
international joint venture contracts, and perhaps a model which could
apply to any industry.
6) Another research approach might be to make an in-depth study of an
individual company or a small number of companies, as longitudinal
case studies, bearing in mind the three-level model developed in this
thesis.
7) This thesis is based on perceptions from the British side. It is strongly
recommended that similar research to be carried out using perceptions
from the Saudi side, in order to achieve a complete picture of the
cultural problems between Saudi and British partners.
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8) Further research might be conducted on matching the right style of
people to the task of management in the construction industry in a
joint venture context, for greater effectiveness. The model of this thesis
can be used to discover the styles of current management, so that it can
be assist further if they are suitable to the international joint venture
task.
9) Research could be conducted on how to create management teams for
joint venture companies. A number of companies forming the joint
venture could collaborate in presenting their own ideal perceptions,
and a mean could be calculated from these individual ideals. After the
mean has been discussed and agreed this could be used for testing to
select suitable managers for the joint venture from each company, i.e.
those whose styles match the ideal mean. These styles and perceptions
could be based on the model of this thesis.
10) Having found that changes are needed by joint venture partners, both
the Saudi and the British, to work together effectively across cultures
in the joint venture, and then having provided training for the
management team, future research could focus on how far the cultural
gap (in management styles) between the Saudi and British sides has
been minimised, after training in cultural styles, using similar
quantitative measurement to that in the present thesis model.
11) If the managers in the joint ventures companies could be made to
understand the importance of this type of research as a benefit and co-
operate with a wider range of information, a further step in research
could be to examine different aspects such as company structure, profit
criteria, market conditions, joint venture partner selection, equity
share, and their effect on the success of the joint venture in relation to
the cultural aspects. This would give a complete picture of how
important the cultural aspect effects are in relation to the other factors.
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9.2	 Summary of conclusions relating to each Chapter - and final
key conclusions (Main findings of the research)
9.2.1 Conclusions from the literature (Chapter2). The second and third
sub-models with their detailed elements were clearly indicated (Chapter 2,
pp. 40-42 - Hofsted&s cultural dimensions; p. 57 Lansley's work on problem
solving styles based on Honey and Mumford).
The first level elements are mainly derived from real life interviews with
experts in international joint venture work (see Table 7.12). The detailed
justification for the sub-models, and their elements is developed in Chapter 5.
Because the research was aimed at investigating international joint ventures
and the nature of international joint ventures construction work is teamwork
the elements chosen were those which would investigate the degree of
success of the international joint ventures team, and indeed the model tests
the degree of success of the project management team in each company.
Results in relation to the hypothesis 1 and 2 are strongly supported by a
wide study of relevant literature.
	
9,2.2	 The methodology and the questionnaires development
(Chapter 3 ) - This chapter developed the model and the use of the sub-
model to test the real-life situation in construction industry international joint
ventures projects, by questionnaire and interview.
The first and second questionnaires were developed, together with a number
of pilot questionnaire. The results of these questionnaires were recorded in
Chapters 4,6 and 7.
	
9.2.3	 Results of the First Questionnaire (Chapter 4 ) - In chapter 4 the
cultural basis of the model and the importance of decision making are
brought out in the results (Tables 4.16 and 4.17), which relate to the second
and third sub-models. Table 4.18 has broader and important implications in
that 81.5 % of the companies did not have a method for risk analysis, which is
related to management selection.
Results in relation to the hypothesis 1, 2 and 3 are present in Tables 4.10,
4.15, 4.16 and 4.l7and strongly support the hypotheses.
9.2.4 Results of the justification for building the model for the
international joint venture (Chapter 5) - this chapter has selected the most
important literature and drew on extensive interviews with experts to
formulate a preliminary model in three levels (or sub-models).
Results in relation to hypotheses 3 and 5 are strongly supported by a wide
study of specific relevant literature.
9,2.5 Results of the first part of the Second Questionnaire (Chapter 6) -
In chapter 6 the 100 % agreement on the importance of cross-cultural features
(Table 6.10) gives support for the cultural model. Table 6.13 points to the
importance of mutual trust, flexibility and autonomy (first sub-model), and
the importance of values and culture between international joint ventures
members (second sub-model).
Results in relation to the hypothesis 1 can be seen in Table 6.10.
Results in relation to the hypothesis 2 can be seen in Table 6.13.
Thus from Chapter 4 the results in Tables 4.16 and 4.17 derived from expert
managers indicated the importance of the second and third sub-models, and
the results in Table 6.13 above, gives confirmation for the full model with its
three sub-models and contains all the important elements with respect to
international joint ventures with Saudi companies.
9.2.6	 Results of the second part of the Second Questionnaire
(Chapter 7) - In Chapter 7 the four elements of the first sub-model are
confirmed in their importance by the results in Table 7.6, which also refers to
cultural knowledge as of great importance in the decision support system for
management selection. Tables 7.8 - 7.10 examine the three sub-models
quantitatively for the 15 companies investigated as a whole in the Case Study.
The results show the differences between perceptions of ideal and actual
situations in cultural factors relating to the management teams. This gives
support for the detailed use of the three sub-models in Chapter 8 to determine
the degree of success of the management teams.
Results in Table 7.11 give support for the three sub-models drawn from
identified chapters.
Results in Table 7.12 give support for the detailed elements of each sub-model
drawn from identified chapters.
Results in relation to hypotheses 3 and 4 are supported by Tables 7.6, 7.8, 7.9
and 7.10.
9.2.7	 Results of the second part of the Second Questionnaire
(Chapter 8 ) - This Chapter examines the degree of success of the
management teams based on the three sub-models illustrated in detail in
chapter 7 (see Table 7.12). Three approaches are used based on the
perceptions of management team coordinators:
(a) The difference between actual and ideal mean
(b) The difference between ideal and actual of individual
companies
(c) The difference between the ideal of each company and ideal
mean
From approach 1,7 companies failed in relation to the cultural model (Table
8.19), as percieved by the international joint venture top managers.
From approach 2, the same companies failed as in approach 1 (Table 8.23)
From approach 3, 13 companies failed (Table 8.27).
When the results of the three approaches are combined 10 failures are
indicated (Table 8.28).
It should be emphasized in referring to the above failures that there are many
criteria for success in international joint venture work, but in this thesis the
criteria are the matches between the percieved mean ideal and actual
situations, between the percieved company ideal and actual, and between
percieved company ideal and ideal mean situations in cultural facrors
(Trust, Culture, Decision Making ) - see 8.21.1 comments on the final view
and on the criteria used for measuring degree of success.
Results in relation to hypothesis 4 are supported by Tables 8.16 to 8.18
(approach 1), Tables 8.20 to 8.22 (approach 2), and Tables 8.24 to 8.26
(approach 3).
Results in relation to the hypothesis 5 are supported by Tables 8.19, 8.23 and
8.27 which show overall degree of success (effectiveness and efficiency) for
each company, combining the three levels for each approach and using the
concept of relative importance to obtain an overall qualitative view for each
approach.
The key conclusions from the results of the model analysis is that there is a
need for proper selection and training of managers in relation to cultural
features.
This is confirmed by examples of real life problems between British and Saudi
partners (see Table 8.29).
The detailed nature of the model and its elements would allow attention to be
given to individual aspects of cultural problems and to reflect this in training
and selection of management team members.
9.3.1	 The summury of conclusions against each of the hypotheses
The summary of the hypotheses that have been drawn from the results of
identified chapters (see Tale 9.2) for more detail.
Hi: Cultural factors strongly affect the success of international joint ventures.
This was agreed 100% by all expert managers consulted.
H 2:The cultural aspect 'Trust' is related in general terms and 'Cultural styles'
and 'Decision Making' are related more specifically to success.
H 3:Companies use written polices for selection in international joint venture
teams. Companies did not use computer programs, or risk analysis
methods.
The need for a model to support the international joint ventures team
selection and training is supported by expert managers in the
international joint ventures. The model developed was demonstrated as
effectively representing the elements of 'Trust Structure', ' Culture',
'Decision Making' and was able to be used to measure the degree of
success of the international joint venture management team.
H 4:It is demonstrated that the model developed with its (three sub-models)
can be used as a quantitative method of measuring the degree of success
of an international joint ventures team. This is in contrast to existing and
previous work which relies exclusively on qualitative methods.
H 5: Using the quantified model it is possible to measure 'overall degree of
success' and 'effectiveness' and 'efficiency' for each international joint
ventures team by combining the three sub-models and using the concept
of relative importance to obtain a view for each approach.
Overall success depends on effectiveness and efficiency of the international
joint venture team.
Effectiveness depends on success in 'Trust Structure' and 'Organisational
Culture'.
Efficiency depends on success in 'Decision Making'.
9.7	 Selection and training of managers in the international joint
ventures in relation to the model
There are many ways for management selection and for discovering various
training needs in international joint ventures. One of the most common
methods of diagnosis for selection and training is psychometric testing. The
quantitative approach is important for proper management selection and
training.
The model and its quantitative features could be a basis for such
psychometric testing.
By using the model deficiencies could be discovered in potential members of
the management group and selection assisted towards finding those most
suitable managers for joint venture projects, bearing in mind criteria specific
to the particular company, or for training management on the basis of the
results to eliminate or modify these deficiencies. The aim would be a more
effective and efficient team to run the joint venture project and the reduction
of internal risks involved in joint venture projects, especially those associated
with the management team.
In a joint venture between, for instance, British and Saudi Arabian companies,
there is the need for the most careful selection of the joint-venture
management team. In addition, it is an important consideration that the joint-
venture management team for consultants, contractors, and others in the
construction industry have specific training for operations across cultural
boundaries.
Although the present model is based on the construction industry joint
ventures with Saudi partners, it could be used with in any industry and in
any international joint venture context, bearing in mind the different criteria
and characteristics of different industries. But crossing cultural boundaries
effectively is very important in any industry.
Future research might well be focused on improving methods of selection and
training managers' and other key personnel in relation to the model
developed here and the tests based upon them. As discussed, one specific
feature of such future research could be focused on psychometric testing as a
basis for improving management team selection.
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APPENDICES
Appendix A
Joint Venture Policy and Selection Determinants
For
The British Company Working in the Construdion
Industry as a Joint Venture Partner with a Saudi Arabian Company
5 February 1992
Mr
PRESTON
Lancashire
PR4 lAX
Dear Mr
Re: Research into joint ventures in the construction industry
I am working on a research programme in the area mentioned above under
the supervision of Professor V. B. Torrance, Civil Engineering Department,
Loughborough University of Technology.
I am writing to request your assistance in completing the enclosed
questionnaire and returning it to me using the stamped self-addressed
envelope attached. The completed study will greatly assist our understanding
of the joint venture practice of the U.K. construction industry, both overseas
in general and specifically in Saudi Arabia.
Companies also need to assess their overseas interests as part of a globally
coordinated strategy if they are to remain competitive in the future. Since an
empirical study in this area is greatly needed, it gives me great pleasure to
invite you to participate; any information given will be treated as strictly
confidential. If your company has never been a party to any form of joint
venture with a Saudi construction company, I shall be grateful if you could
answer the questions in Part 2. On the other hand, if your company has
undertaken a joint venture with a Saudi party, please answer the questions in
part 1.
I am willing to send the results of this study to the companies which
participate in this research. Please indicate on the next page whether or not
you are interested in receiving those reults.
Thank you in advance for your kind cooperation and assistance. I look
forward to hearing from you.
Yours sincerely
Abduijaleel A. Fatani
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Appendix	 A
JOINT VENTURESt SURVEY QUESTIONNAIRE
Respondent Number	 /	 /
Loughborough University of Technology
Department of Civil Engineering
First Questionnaire
Joint Venture Policy and Selection Determinants
For
The British Company Working in the Construction
Industry as a Joint Venture Partner with a Saudi Arabian Company
Sthct!y	 Confidential
Prepared byAbduljaleel Fatani
February	 1992
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Company name
Nameof respondent _____________________________
Positionin the company _____________________
Department
Phone no.
Are you interested in having the results ?
Yes
No_____
In joint venture arrangements, has your company had experience
of working with a Saudi Arabian Partner?
Yes
No
If Yes-Flease o to page.---1----(Part 1)
If No-Please co to aae.---12----(Part 2)
(Part 1) - Companies with joint venture experience in Saudi.
Arabia.
(Part 2) - Comvanies without joint ve'-ure experience in
Saudi Arabia.
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******** PART 1
(For comranies with loint venture
exnerience in Saudi Arabia)
1. The Company:-
(The following questions concern your ccvany as a
joint partfler).
1. Please tick the type of your company and the joint venture
that your company has had with a Saudi Arabian company in the
field of Constrnction Industry. ?lease indicate your rank
next to join: venture partner box.
Mote: Please rank 5-1, the highest is 5 down to 1 the lowest.
This wiU indicate the degree of importance to you:
company as a joint venture.
.. The client
2. General cont:ac
4.Consulting engineers
5.Construction manacernent
5. F:ojec: or construction
services
7. :odustr:al engneer1flg
contractor
3. :adustral serv:ca
contractor
?. :surance brokers
10. :!a1ntenance services
Your
company
type
tick(X
1 ____
211
4[
7
9
lo
293
Joint
venture
oartner
zick(X)
Rank joir.:
venture
partner
l-)
H
3. SDeclalist sUDCcn:.aCtOr 3
Your
company
type
tick(X)
11 f
12
13
joinz
1 entu r e
partner
t i ck ( X)
Rank	 in:
venture
partner
(1-5)
Li
2
14 ______
H
11. aterial supplier
12.•!achinery /plant
supplier
13.Quantity surveyors
14.Others (please specify)
2. How many contracts has your Company had as a joint venture
partner ?
H2.1 Short term contract (less than 1 year)2.2 Long term contract (more than 1 year)
3. Please tick te type of joint venture projects actually
undertaken by your company.
Tick (X)
1 __
2
3	 -
4___
1. Residential buildings
2. Commercial buildings
3. Industrial buildings
4. Public buildinas
. Civil engineerin g work
6. Other work
6 ________
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44. In how many joint venture projects has your company
participated in Saudi Arabia ?
1.Lessthan	 ii
2. Between 3-6	 2
3. More than 6	 3 I	 1
5. Geographical location of project in Saudi Arabia.
1. Eastern province
2. Western province
3. Central province
4. Others (please specify)
6. DId your company carry out any joint ventures in the follcwing
years 7
Yes	 No
1. efore 1980
	
11
2. 1980's	 2
3. 1990's	 3
7. How many years experieiice has your company had in joint
venturing 7
1. Less than	 years	 1
2. 5 to 10) years	 2
3. !ore than J years	 3____
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2. Joint Venture Policy:
(This section deals with general questions about your
company policies in joint venture contracting):
Please tick the appropriate answer to the questions.
2.1 Does your company have a written policy or guidelines for
the selection of joint venture partners?
Yes
No
2.2 Do you have staff members specifically designated to collate
information cu all factors related to the joint venture
partner 7
Yes
2.3 Does your company have a computer system to support data
processing with regard to selection of your joint venture
partner 7
Yes
No
2.4 Does your company rely solely on reports prepared by staff
members to assist th determination and selectIon of your
joint venture partner ?
Yes
No
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2.5 Regarding the advantages to UX companies forming a joint
venture in Saudi Arabia, which of the following benefits did
your company find most helpful in doing business there ?
Mote: Please rank 5-i, the highest is 5 down to 1 the lowest.
This will indicate the degree of importance to your
company.
Exemption from income and company
tax liability for 5-10 years.
Lowest	 Highest
1	 2	 3	 4	 5
Access to long term (3-15 years) interest-free
credit from the Saudi Industrial Development
Fund of up to 50% of the total project cost.
Lowest	 Highest
1	 2	 3	 4	 5
The special tarifs for electricity and water supply and nominal
rents sometimes granted to joint ventures.
Lowest	 Highest
1	 2	 3	 4	 5
Others (please specify).
Lowest	 Highest
1	 2	 3	 4	 5
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2.6 Please rank the following reasons for the joint -;ent
undertaken by your company.
Note: S is the most important ranking down to 1, the 1-
important.
Rank
(1-5)
1 __
2 ____
3 __
4___
5___
6
7___
8___
10
1. Financial
2. Technology
3. Skill and experience
4. Knowledge and information
5. Business expansion
6. New market opportunities
7. Competitive advantage
3. >!arket share
9. Sharing of risk
10. Coordination of work
11. Others (please specify)
11
2.7 Wflo was/were your joint venture partner(s) 7 Please tiok as
many as possible and then rank those ticked according to the
degree of importance to your company.
Note: 5 is the most important ranking down to
	
the leas:
important.
Client
2. Desin consultant
(e.g arcnitect;
?rcect management
consultant
Rank
(1-5)
2___
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4. Specialist
sub-contractor
. Supplier
6. Others (please specify)
Rank
(1-5)
.i.
6 r
2.8 Please state how many joint ventures undertaken ry your ccmpanv
were in the following categories
auizy joint :ointure: ----------------
Non-equity joint venture: -----------------
2.9 If your company is/was involved in equity joint ventures,
please state the equity structure. (e.g. 50-50 , 50-40 etc) and
the number of joint ventures. Please mark
(MJ) If you were the majority share partner.
() :f you were the minority share partner.
(ES) f you were in equal share.
Equity szrczure ()
(e.g. 50-50. 50-40, etc. Numn e r	 Share
or joint	 (i.e MJ.
venti.:es	 !N or ES)
2.10 If your company was involved in non-equity joint venturing,
please state below the basis of your joint venture(s)
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82.11 Has your cmany had any joint ventures in countries other
than Saudi Arabia ?
Yes
No
If the answer above is Yes, please state the countries.
2.12 Do you know of any British construction company which has had
a joint venture in Saudi Arabia but does not currently operate
there ?
Yes
No
Please state their name(s) if possible.
3(K)
3. The Joint Venture Determinants.
Please :ndicace by ranking	 m 5-i the order of
importance of the following determinants in your consideratia
and selection of the joint ;enture.
Note: 5 is the most important ranking down to 1. the least
important.
3.1 Can you think of any the information listed below which would
have been valuable when the company moved to Saudi Arabia ?
Rank (1-5)
1. !anagerial :n Saudi Arabia)
2. Cultural (in Saudi Arabia)	 2
3. Technical raquirements 	 3
4. Legal requ::aments	 4
5. Structure of Saudi Arabian partner
organisatioris	 5
6. Local market conditions	 6
7. Strategy of Saudi Arabian oartner
	
7
organisatlon
3. Other please sec:fy)
3.2 Were the following factors among the major difficulties faced
when, the company first moved there ?
Note: 9lease rank the following items: S is the most difficult
rankir. down to 1, the least difficult. ach line shoud
have one tick.
difficult	 • .-
1	 2	 3
Competition =orn other comanies
Tharacteristç 3	 t	 ro-iects
jfferent ;ajue g and attitudes
4. Covernmenr estr:ctions
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10
Not :ery	 lery
difficult	 difficult
.1.	 A	 .1	 -
5. Partner companies policies
and objective
5. Other (please secify)
I	 I	 I
I I
I	
I
I	 I
4. Decision Making
4.1 Please mark your ranking of the following factors
according to your priority when you consider any joint
venture.
Note: Please rank the following items. S is the most important
ranking down to 1, the least important. Each line should
have one tick.
Not very	 Very
important	 :mporzan:
1	 2	 4	 5
1. Profit
2. New market cportunity
3. Cooperation
4. Financial standing
5.Detailed information about
proposed joint venture partner
5. Experience i te market
7. Other ( p lease secify)
I	 I
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4.2 Please rank irom 5 to 1 those items which ycur company
considers as important elements for a successful joint
venture. What are the main changes that your company has made
after the joint venture ?
Note: The highest is 5 down to 1 is the lowest. This will
indicate the degree of importance to your company.
Your
company ank
(change) (change)
tick(X)	 1-5)
1. Top management	 1
2. Organisational strategy	 2
3. Organisaticnai culture
	 3
1• Organisational structure
. Joint agreement ,' contract
5. Communication	 information
7. Decision making process
8. Other (please specify)
41
5	
I
6 __
7	
I
8
4.3 Does your company have a method which it uses for analyzing the
riskiness of joint ventures ? If Yes please name the methcd.
Yes
No
4.4 Do you have any coents about the cuestions, or do you have
any suggestion that can be added ? Please fill in the space
provided -
Please continue on a separate sneet if necessary.
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******** PART (2)********
(For comoanies with no joint ventur
exDerience in Saudi Arabia'
Since your company has never been a party to a joint venturE
with a Saudi contractor, please answer the fall-owing questicnE
1.Has your company had experience of joint ventures in
countries other than Saudi Arabia 2
Yes
If 'Yes', please name the countries:
2.Does your company have any plans for a joint venture with
Saudi Arabian construction companies ?
3.Whether your answer above is either Yes or No, please state
your reason(s) below
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4. Does your ccmpany consider the following factors as causing a
major problem for you entering a joint venture with a Sauai
Arabian company?
Note: Flease rank 5-i, the highest is S down to i the lowest.
This will indicate the degree cf importance to your
company.
Rank
(1-5)
anagement in Saudi Arabia	 I
. Cultural differences
in Saudi Arabia
Technical recuireznents
in Saudi Arabia
4. Legal equiements
in Saudi Arabia
5. Company struct:re
in Saudi Arabia
5. Local market conditions
in Saudi Arabia
7. Company
 stratecy
in Saudi Arabia
3. Others (please specify)
- -----------------------__
-------------
5. in your opinIon, bow do you rank the following reasons fo:
joint venturIng in the current economic situation (i.e in the
recession) ?
Note: please 1.se 5 as highest down to 1 as the lowest.
Rank
1-5)
'inancial
Technology
ki11 and exper:ence
4. nowledge / .nformation
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1.The client
2. General contractor
:4
an
(1-5)
5. Business expansion
5. New market opportunity
7. Competitive advantage
8. !arket share
9. Sharing of risk
10.Coordination of works
11. Sharing of resources
12.Others (please specify)
6. In your opinion, hcw do you ra.k the following parties act±nc
as your pcasible joint venture partner 2
Note: Please use S as the highest priority down to 1 as the
lowest. This will indicate the degree of importance to
your company as a joint venture.
3.Specialist subcontractor 	 3
4.Consulting engineers 	 4
Indicate
type of
your
company
t 1 ck ( X)
1 __
2
Possible
future
joint
venture
tick(X)
Possible
future
joint
venture
Rank (i-5
H
5. Construction management
5. Project or construction
services
7. Industrial engineering
contractor
8. IndustrIal. service
contractor
SI___
7
SI
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indicate
type ci
7our
company
tick(X)
9 __
iol
13 ______
?ossble
future
joint
venture
tick(X)
?ssble
future
joint
-zent u r e
Rank C1-
15
14
9. :nsurance brokers
10. :•zaintenance services
11. Supplier material
12. !achinery / plant
supplier
13.Quantity surveyors
.4. Others (please specify)
7. In your opinion, will you become involved with any form of
joint venture with a Saudi constniction company when your
existing business opportunities are in good standing 7
Yes
No
8. Whether the answer above is either Yes or No, please state
your reason(s).
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Appendix B
PILOT QUESTIONNAIRE
AND
ANALYSIS OF MANAGEMENT STYLE
CROSS-CULTURAL COMPARISON BETWEEN
SAUDI ARABIA AND BRITA[N
Cultural Dimension by Geert Hofstede (1)
Dimension	 High	 Low
Uncertaintity Avoidance	 Saudi Arabia	 Britain
	
Masculinity	 -	 Britain
Saudi Arabia
	
Individualism	 Britain	 Saudi Arabia
Power Distance	 Saudi Arabia	 Britain
(1) Hodgetts R.M. and Luthans F., International Management,
McGraw- Hill, 1991, p. 76-78
MANAGEMENT STYLES AND HYPOTHESIS RELATED
MQ: What are the main differences that British and Saudi have in their
management styles?
MA: Due to the big differences that British and Saudi managers have
in their styles ; it is more likely that joint venture management
group partners will develop their own styles of management
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(B3) - BRITISH MANAGERS AND SAUDI IANAGERS IN
RELATION TO THE CULTURAL STYLE:
Please indicate the strength of your agreement or disagreement by circling the
appropriate number. Please use the scale 1-7, circle 7 if the statment fits your company
best, and circle I if doesn't fit your company at all. Make sure that you tick first to
indicate the statment if apply to British or Saudi. if it is apply to saudi tick(I) SA and if
it is apply to British tick (1) UK.
STATEMENTS THAT
	
APPLY TO	 SCALE
"FIT" YOU BEST OR SALTDI
	 (SA) or (UK) str. dissagree str. agree
1 2 3 4 5 -6 7
1. You put high value on:
I. independence	 SA ( )
UKfl
2. conformity	 SA ( )
UK()
2. You consider authoritarian attitudes a matter of:
3. personality	 SA ( )
UK
4. social norm
	 SA ( )
UK()
3. You favour making decisions:
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
5. after consulting subordinates 	 SA ( )	 1 2 3 4 5 6 7
UK	 123456
6. autocratically or independently	 SA ( )
	
1 2 3 4 5 6 7
LIK()	 1234567
4. You consider that close supervision is valued by subordinates:
7. positively	 SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
8. negatively	 SA ( )
	
1 2 3 4 5 6 7
UK ( )
	
1 2 3 4 5 6 7
5. You believe there exists:
9. a strong work ethic
10. a weak work ethic
SA ( )
UK
SA
UK
1234567
I 23456
1 2 3 .4 5 6 -
1234567
i. You believe that people:
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11. like work
12. dislike work
7. Employees are:
13. afraid to disagree with you
14. not afraid to disagree with you
8. Do you see employees as being:
SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
SA()	 1234567
UK()	 1234567
15. reluctant to trust each other	 SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
16. cooperative	 SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
9. You believe consultation with employees should be
17. formal	 SA ( )	 1 2 3 4 5 6 7
UK)	 1234567
18. informal	 SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
10. You consider work to involve:
19. high anxiety and stress
20. low anxiety and stress
11. You consider work:
21. avirtue per se
22. not a virtue per se
12. You consider aggressive behaviour:
23. acceptable
24. unacceptable
SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
SA ( )
	
1 2 3 4 5 6 7
UKfl 1234567
SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
SA
	
1234567
UK)	 1234567
SA (	 I 23456
UK ( I	 12345
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14. You feel a need for:
27. acceptance of dissent
28. consensus or agreement
15. You are:
29. not very nationalistic
30. highly nationalistic
16. In life, von are
3 1. willing to take risks
32. concerned with security
13. You like:
25. a show of emotion
26. little show of emotion
SA ( )	 1 2 3 4 5 6 7
UK ( )	 1 2 3 4 5 6 7
SA ( )
	
1 2 3 4 5 6 7
UK ( )	 1 2 3 4 5 6 7
SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
SA ( )	 1 2 3 4 5 6 7
UK ( )	 1 2 3 4 5 6 7
SA I. )	 1 2 3 4 5 6 7
UK ( )
	
1 2 3 4 5 6 7
SA	 )	 1 2 3 4 5 6 7
UK ( )
	
1 2 3 4 5 6 7
SA ( )
	
1 2 3 4 5 6 7
UK	 )	 1 2 3 4 5 6 7
17. You believe more in:
33. generalisms and common sense	 SA ( )
UK()
34. experts and their knowledge 	 SA	 )
UK')
18. You consider that uncertainty inherent in life is:
35. to be accepted. with each day	 SA
taken as it comes	 UK
36. a continuous threat that must 	 SA
be fought	 UK
19. Consciously you express yourself as:
37. "We"	 SA
UK'
38. "1'	 SA
UK(
1234567
1234567
I 23456
1234567
1234567
1234567
1234567
1 23-t567
1 23156
I 234567
I 23456
I 234567
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22. You would emphasise:
43. expertise. order, duty, security
from the group
44. autonomy. variety, pleasure.
individual financial security
23. You favour:
45. group decision making
46. individual decision making
123 45
1234567
123 456
123 45
123 456
123 45 6
123 456
I 23456
20. In respect of the individual in relation to organisations you favour
emotional:
39. dependence	 SA ( )
	
1 2 3 4 5 6 7
UK ( )
	
I 2 3 4 5 6 7
40. independence	 SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
21. Your emphasis is on:
41. belon ging to the organisation.	 SA ( )
the membership ideal
	 UK ( )
42. individuality, the leadership ideal	 SA ( )
UK()
1234567
1234567
1234567
1234567
SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
SA ( )	 1 2 3 4 5 6 7
UK ( )	 1 2 3 4 5 6 7
SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
SA ( )	 1 2 3 4 5 6 7
UK ( )
	
1 2 3 4 5 6 7
24. Your emphasis is on:
47. protection of individual b the
wider group in exchange for
	
SA
loyalty	 UK (
48. care by the smaller group for
	
5.1 (
immediate colleagues	 UK ( )
25. You favour company or jv groups which are:
49. large scale	 SA ( )
UK()
50. small scale	 SA ( )
UK)
26. You place more importance on:
51. economic growth than conser- 	 SA
vation of the environmern	 UK
52. conservation of the environment 	 SA
than economic growth
	
UK
I 23456
I 23456
I 23456
I 23456
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1234567
1234567
1234567
1234567
27. You consider the educational system should be geared towards:
53. high performance	 SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
54. social adaptation	 SA ( )	 1 2 3 4 5 6 7
UK()	 1234567
28. You consider individuals should find it necessary:
55. to be assertive	 SA ( )
UK()
56. not to be assertive	 SA ( )
UK(.)
29. You see your work environment as involving:
57. little industrial conflict 	 SA ( )
	
1 2 3 4 5 6 7
UK()	 1234567
58. much industrial conflict
30. You see achievement in terms of:
59. career advancement
60. care for others
SA ( )
UK()
SA ( )
UK()
SA ( )
UK()
1234567
1234567
1234567
1234567
1234567
1234567
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LEADERSHIP STYLE
CASE NO.1
Mr	 from
1-9 Power Distance
10-18 Uncertainity avoidence
cultural Dimension:
1. Power Distance:
Low Power Distance
111111	 =6/9
19-24 Individualism
25-30 Masculinity
High Power Distance
111=3/9
* So ?vfr	 is alow power distance
2.Uncertainity Avoidence:
Low Uncertainty Avoidence	 High Uncertainty
Avoidence
11111=5/8	 111=3/8
*5fr	 is a low uncertaity avoidence
3.Individualism:
Low Individualism	 High Individualism
0=0/5	 11111=5/5
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APPENDIX C
ORGANISATIONAL
CHANGES AND HYPOTHESIS RELATED
ORGANISATIONAL CHANGES AND HYPOTHESIS RELATED
MQ: What are the changes that a British multinational working in the
construction industry as ajoint venture with a Saudi Arabian
company needs to make with their business practice in order to be
successful?
MA: In joint venture arrangement, success or failure frequently depends
upon organisational change within both partners to meet the new
situation or new form.
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(Building-Model)
&
Hypothesis -Testing
Case Study and the 7- values
framework
1.STRATEGY CHANGE OF YOUR COMPANY AND THE JV GROUP(S)
PARTNER:
The way of doing business varies from one company to another,how do you
express your company strategy in doing business with Saudi Partner
please explain in detail below the development of iv with Saudi, the
percentage of work started and then increased or decreased , company
policy changed a broad due to differences in culture and regulation.Please
explain the jv group strategy and the change that has been made from both
side to acheive your common goals?
2. STRUCTURE CHANGE OF YOUR COMPANY AND THE JV GROUP(S)
PARTNER:
The way the company structured shows the differences of the companies
set -up their iv unit or group in relation to the other groups.-low do you
structured your jv units or groups so you can dearly measured their
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progress,how close the top management with the group management,
and how close the management unit with the other staff in the group,how
flexibility those groups,how much trainning for management unit,the
consideration of dangerous decentralization such as decreased control,
please explain in detail how do structred your jv group. Would you please
provide me with sheet of this jv group?
3.SYSTEM CHANGE OF YOUR COMPANY AND THE JV GROUP(S)
PARTNER:
The way to attain the goals is to adopt the detailed p1arzning system that can
check your actual work with the planned proposed. The planning sytem
usaily composed of three steps;five year pian,two year plan,six month
operating plan which is highly detailed and comprehensive such as
explain each variance from the plans.Does your company follow the same
system or do you follw other system,please explain the iv system group in
detail?
4. MANAGEMENT STYLE CHANGE OF YOUR COMPANY AND THE JV
GROUP(S) PARTNER:
The way that management react or apply in the other culture will
determine his style of rnanagement.This important issues will give you
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more attention to choose the extraordinary qoualities management who
is flexible and understanding that culture so he can encourage the jv
partner with healthy competition.Does your company has a special
program for those management groups before sending them a broad,in
Saudi what are the style needed such as formal-unformal arrangement of
meeting,daily or monthly meeting with the iv partner manager,please
explain your management style in detail.Does your partner have the same
style,if it is different please expiain their style?
5.STAFFJNG POLIECES OR SHARED VALUE OF YOUR COMPANY AND
THE JV GROUP(S) PARTNER:
The way that you can go along with your joint venture partner depends on
the sharing value.The more that you understand your partner the more
that you develope the business without any confllct.The responsibilities,the
development of idea,development of international culture,and the way of
adjustment is very important for your management and employee groups
before sending them abroad.
The tranning programme to your staff in developing cultral attitude is the
most important part of the programme.The Arabic language,the moslixn
religon arepart of the trainning,finally the rotation of employee to
different division or province in Saudi,the life long employment will keep
the company more effective,please explain your staffing pogramme and
trainnig values that you provide your employees before you send them to
Saudi in detail. Does your partner have the same programme?
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6.MANAGEMENT SKILLS OF YOUR COMPANY AND THE JV GROUP(S):
The skill development of the jv managent working in Saudi is very
important due to different culture.The management selected should have
special qualifications such as having the right cultral and technical
background. Dos your company have this kind of programme in devioping
these skill for management before sending them to Saudi,please explain
your management skill progamme in detaiLDoes your partner have the
same programme?
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APPENDIX D
INTERVIEW DOCUMENTS
INCLUDING
PRELIMINARY MODELS
USED AS A BASIS FOR DISCUSSION
WITH COMPANIES
MANAGEMENT CHANGES AND HYPOTHESIS RELATED (REAL LIFE
SITUATION)
MQ: What are the main factors of success or failure in doing business
with Saudi partner as ajoirit venture (real life situation)?
MA: The joint venture policy varies from one company to another, and
the partner selection vary from one to another due to
orgariisational structure, managemnt style, and managerial
problem solving expertise.
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QUESTION RELAYED TO YOUR JOINT-VENTURE PRACTICE
WITH SAUDI PARTNER - REAL LIFE SIMULATIONS
A. Your way of and policy in doing business as a joint-venture with
a Saudi partner in practice:
1. How did you start the business and how did you get along
together with Saudi partner in order to continue the business?
2. How did you develop a personal relationship between senior
managers of the joint-venture?
3. What sources of information could help your staff with the
process of adjustment to new cultures and strange conditions?
4. That is your future planning as a joint-venture with the
Saudi partner?
* Please give a detail explanation for each point in relation to the
success or failure of the joint-venture.
B. Selection of joint venture partner and senior managers internat-
ionally in your company
1. What creteria are your company using to identif y for the
international joint venture partner?
2. What qualifications and criteria are your company using to
identify senior managers for the international assignment?
* Please give a detail explanation for each point in relation to the
success or failure of the joint-venture.
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C. Your management behaviour change due to the management
situation of the joint venture business:
Flow of Management Changes Diagram:
This is my diagram. What is yours?
Questions related to the changes made in the management:
It is important for the manager overseas to enhance his abilities to relate well
with host nationals both in business and socially. This may lead to long-standing
relationships which will bring the expatriate to a closer awareness of local
language and culture. In this process of familiarisation he will learn not only
about the local scene but will almost certainly gain a great degree of self-
knowledge: In your opinion:
I. What are the main factors of success or failure in doing
business with Saudi partners as a joint-venture?
1. In what ways can such a trust be built up between
companies forming a joint-venture?
2. Does the trust between the joint-venture partners enable
the different members to take responsibility for different
aspects of the joint-venture?
3. Is the autonomy or management freedom granted to each
partner such that it generates useful ideas and methods for
the joint- venture?
4. Tn what ways does such sharing of resonsibility and
autonomy based on mutual trust lead to greater flexibility
in operating the whole joint venture?
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++
INTEGRATION BOUNDARY REGUlATION
ACIW1TIES
CONTROLLED
By
JOINT-VENTURE
BOARD
CONTROL
ACTIVITIES
CONTROLLED
INTERNALLY IN
RELATION TO
ENVIRONMENT
Acrivms
COORDINATED
TO
JOINT-VENTURE
OBJECTIVES
Charcteristic of the Joint-Venture in the
Construction Industry
VARIOUS MODELS IN RELATION TO THE PERFORMANCE
OF THE JOINT-VENTURE
Model No. 1: Organisalional Structure
Model No. 2: Management Styles
MANAGERS'
	
MANAGERS'
	
MANAGERS'
CONCERN	 + CONCERN FOR	 + CONCERN FOR
FOR
	
DEVELOPMENT
	
MEDIUM& LONG
PRODUCTIVITY
	
STAFF
	
TERM MARKET
PRODUCTION
	
PEOPLE
	
CORPORATE
Model No. 3: Managerial problem solving Expertise
MANAGERS' EXPERT
AVAILABLE FOR
SOLVING TECHNICAL +
& GENERAL MGT
PROBLEMS
MANAGERS' EXPERT
AVAILABLE FOR
SQL VING	 +
ORGANISATIONAL
PROBLEMS
MANAGERS' EXPERT
AVAILABLE FOR
SOLVING
LARKET
PROBLEMS
TECHNICAL SKILLS ORGANISATIONAL SKILLS 	 'IARKET SKILLS
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Continuation of Joint- Venture Model Development
Model No. 4: Organisational Culture and Leadership
+
VL'.NAGERS'
CONSIDER
IRUST
AKEY
TO
SUCCESS-
ELI
JOINT-
VENTURE
TRUST
MANAGERS'
CONSIDER
AUTONOMY
ON THE
BASIS OF
TRUST
&
TOBE
VITAL
MANAGERS'
CONSIDER
RESPONSIB-
+ LIlY ON THE +
BASIS OF
TRUST &
ACCOUNT-
ABILITY
TO BE ViTAL
MANAGERS'
CONSIDER
FLEXBIL1TY
TO ACHEEVE
OPERATIONAL
DECISION MAK
ING RESPONSI-
VENESS LEAD
TO EFFICIENCY
FLEXIBILITYAUTONOMY RESPONSIBILTY
QUESTION RELATED TO THE MODEL ADOPTED FOR YOUR COMPANY
Which Model or Models has your Company Emphasized in the International
Joint Venture in relation to your performance ? Why ? Explain ?
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APPENDIX E
STAGES OF MODEL DEVELOPMENT
CONTINGENCY MODELS
SUCCESS
OF
AN
[NT.
JOINT
VENTURE
team stru.re
requir94& jv
ormenrs
involved'\
in the j.v.
from each
paer
flexibility of edi
partner in dif(eren
Si ta
rsonsibi1ity of each
paher in different
---'N operations
SUCCESS TRINAGLES
FOR INTERNATIONAL JOINT-VENTURE CONTRACTS
(4- CONTINGENCY MODELS)
partner company sel
(partner at-tributes)
iation of j.v.
tract Int.&
i\c,share
mp any-structure
with j.v. partner
CONTINGENCY
MODEL
NO.(1 )
marke	 ondition in S. A.
decision maki
styles requirem
I	 I	 forj.v.Int/
CONTINGENCY
MO DEL
NO.(2)
CONTINGENCY \ profit
MODEL	 itdain
NO.(4)
pnjec±
7of
project
& duration
time
trust development
personalit)?
(cultural styles)
needed for j.v.
Tnt.
between j.v. partners
COTINGENCY
MODEL
NO.(3)
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CONTINGENCY MODELS AND HYPOTHESIS RELATED
MQ: What are the main contingency models of success or failure in
doin% business with Saidi partner as a joint venture?
MA: In the joint venture success and failure depends on many factors,
the main contingent aspect was buit in two stages as (contiflge1Y
models)
Stage 1: The general contingency model such as market conditiofl in Saudi
Arabia, joint venture partner selection, profit criteria to the joint
venture, and formation of joint venture contract in relation to
equity share, type of project in relation to to the profit evaluation,
and trust structural styles.
Stage 2: The specific contingency model such as trust structural styles,
cultutral styles arid decision making styles.
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STAGE 1
CONTINGENCY MODELS
AND
THE APPLICATION TO
YOUR EXPERIENCE
OF
T'T QT
) 1OJECTS
Name of the British joint venture partner
Name of respondent
Phone no.
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CONTINGENCY MODEL	 No. (1)
1- THE MARKET CONDITION IN SAUDI IN RELATION TO THE JOINT
VENTURE
What score would you give to the various factors listed in relation to the
maket condition in Saudi Arabia? Please rate the importance of the the
following aspects from 1 to 10.
lOis the highest down to 1 is the lowest.
MARKET CONDITION IN SAUDI ARABIA 	 POINTS
1-High competition from other companies
(Saudi and other nationalities)
2-Avilability of Saudi companies experiences' in
iv project
3-The economics condition in Saudi Arabia
4-Location of the project in Saudi Arabia
(East, West, Midddle, other) Provinces
Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
CONTINGENCY MODEL No. (2)
2-THE IMPORTANCE OF SELECTING JOINT VENTURE PARTNER
What score would you give to the various factors listed in choosing a
Saudi partner in relation to a jv. project? Please rate the importance of the
the following aspects from 1 to 10.
lOis the highest down to I is the lowest.
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J. V. PARTNER SELECTION
	
POINTS
1-Assist in market entry with greater competitiveness
2-Give advice on cultural matters
3-Provide contacts with right people in Saudi
4-Give advice on legal/codes/standard, etc.
Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
CONTINGENCY MODEL No. (3)
3. PROFIT CRITERIA TO THE JOINT VENTURE
To what extent these criteria are important in the joint venture project?
Please rate the importance of the the following aspects from 1 to 10.
lOis the highest down to 1 is the lowest.
PROFIT CRITERIA IN THE JOINT VENTURE	 I POINTS
1-Percentage of profit in relation to total turnover
2-Type of j.v. project in relation to duration time
3-Formation of jv contract in relation to equity share
4-Project size and the percentage of liability and profit
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Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
CONTINGENCY MODEL No. (4)
4- THE IMPORTANCE OF FORMATION OF OF CONTRACT IN
RELATION TO THE JOINT VENTURE IN SAUDI ARABIA
According to your experience in Saudi Arabia, what score would you give
to the various factors listed in choosing a an equity share in relation to the
contract period in a j.v. ? Please rate the importance of the the following
aspects from 1 to 10.
lOis the highest down to 1 is the lowest.
A. (MJ) if you were the majority share partner
B.(MJ) if you were the minority share partner
C.(MJ) if you were in equal share
D.(OTHERS) if you have different share from the above
FORMATION OFJ. V. CONTRACT EQUITY SHARE -- I POINTS -.
1-Permenant jv contract> 5 years
	 MJ - MN ES -	 _____
2-Temporary jv contract = 5 years	 MJ - MN_ ES	 ____
3-Project by project < 5 years	 MJ - MN_ ES -	 _____
4-Other contract 	 MJ - MN_ ES -	 ____
Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
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CONTINGENCY MODEL No. (5)
5- THE IMPORTANCE OF PROFIT EVALUATION TO DIFFERENT
CRITERIA IN THE JOINT VENTURE IN SAUDI ARABIA
According to your experience in Saudi Arabia, what score would you give
to the various factors listed in choosing a profit evaluation in relation to
different kind of j.v. project ? Please rate the importance of the the
following aspects from 1 to 10.
10 is the highest down to 1 is the lowest.
A. (G F) gross profit on project cost
B.(A F) actual net profit
C.(Y T) yield on total turnover
D.(OTHERS) if you have different criteria from the above
PROJECT TYPE	 PROFIT EVALUATION	 POINTS
TYPE OF JV PROJECT	 GP JAP YT OTHER Deg.Succss
1-Residential Building	 -
2-Commercial Building	 -
3-Industerial Building
4-Public Building
5-Civil Engineering Work -
6-Other Engineering Work
Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
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CONTINGENCY MODEL No. (6)
6- TRUST STRUCTURAL STYLE IN THE JOINT VENTURE
To what extent does an understanding for responsibffity, flexibility and
trust to each manager for different operation affect in the success of the
joint venture project? Please rate the importance of the the following
aspects from 1 to 10.
10 is the highest down to 1 is the lowest.
TRUST STRUCTURE IN THE JOINT VENTURE 	 I POINTS
1-How important is it for each manager to take
specific responsibilites within the j.v.?
2-How do rate flexibility in each manager as
important for success in the j.v.?
3-How would you rate the importance of trust in
the managers in achieving the goals of the j.'v.?
4-How would you rate the importance of autonomy in
the managers in achieving the goals of the j.v.?
Please give detailed reasons for your answer above as to wh you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
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STAGE 2
CONTINGENCY MODELS
AND
THE MANAGEMENT STYLES
OF
JV PROJECTS
Name of the British joint venture partner
Name of respondent
Phone no
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CONTINGENCY MODEL	 No. (1)
1- TRUST STRUCTURAL STYLES AND THE SUCCESS OF THE JOINT
VENTURE
To what extent does an understanding of the trust structural styles of your
self and your partner affect the success of the joint venture? Please rate the
importance of the the following aspects from 1 to 10.
10 is the highest dowm to 1 is the lowest.
TRUST STRUCTURAL STYLES	 POINTS
1-TRUST
Member trust each other, team managers will more
openly express their thoughts, feelings, reaction, opinion,
information ideas and share these with each other.
2-FLEXIBILITY
Open minded, accept different methods of doing things to
efficiently achieve objectives, beieng able to adopt solutions
from various alternative suitable for particular situations. 	 _____
3-RESPONSIBILITY
Accountable for the international business need. Has full
responsibility. Has the manager capability to fulfill particular
job effeciently and effectively, and he can be depended on to
do this.
4-AUTONOMY
The extent to which an individual member of the managemen
team can make his own decisions generate new ideas based on
the interests of the joint venture project.
Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
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CONTINGENCY MODEL	 No. (2)
2- CULTURAL STYLES AND THE SUCCESS OF THE JOINT VENTURE
To what extent does an understanding of the cultural st yles of your self
and your partner affect the success of the joint venture? Please rate the
importance of the the following aspects from 1 to 10.
10 is the highest down to 1 is the lowest.
CULTURAL STYLES	 POINTS
1-POWER DISTANCE
High Power Distance: implies strict obedience to
orders of superiors.
Low Power Distance: implies more participation by
subordinates.
2-UNCERTAINTY AVOIDANCE
High Uncertainty Avoidance: implies "The extent
to which people feel threatened by ambiguous situations
and have created beliefs and instituations to avoid these"
Low Uncertainty Avoidance: implies "Less structuring
of activities, fewer 'written rules, more risk taking".
3-MASCULINTY
High Masculinty: implies " Success, money and material things.
Low Masculinity: implies "Caring for others and quality of life"
4-INDIVIDUALISM
High Individualism: implies "Looking after onseif and
making decision for onseif on one hand ".
Low Power Distance: implies "Belonging to a group
and making group decisions on the other".
Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
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CONTINGENCY MODEL No. (3)
3- DECISION MAKING STYLES AND THE SUCCESS OF THE JOINT
VENTURE
To what extent does an understanding of the decision making styles of
your self and your partner affect the success Df the joint venture? Please
rate the importance of the the following aspects from 1 to 10.
10 is the highest down to 1 is the lowest.
DECISION MAKING STYLES 	 POINTS
1-ACTIVIST
Like to learn from experience, open minded, enjoy
brainstorming, enjoy a challenge, bored with routine. 	 _____
2-REFLECTOR
Observe situations from a distance, analyse, only decide
on all available facts.
3-THEORIST
Integrate information into logically sound theories, rational
and ordered thinking, uncomfortable with ambiguity.
4-PRAGMATIST
keen to apply new ideas and techniques. Like to get on with
the job. Don't like open-ended discussions.
Please give detailed reasons for your answer above as to why you gave
higher or lower points for each factor above in relation to the success or
failure of your joint venture project in Saudi Arabia?
337
Appendix F
CASE STUDIES
For the British Company Working in the Construction
Industry as a Joint Venture Partner with a Saudi Arabian Company
MANAGEMENT STYLES MODEL AND HYPOTHESIS RELATED
MQ: What is the actual measurment of success in the British companies
working with Saudi partner as a joint venture?
MA: The actual measurement of success between British company
working with Saudi partner as a joint venture is viewed as the
match between ideal and actual situations percieved by the
managers.
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Appendix	 F
CASE STUDY AND MODEL DEVELOPMENT QUESTIONNAIRE
Respondent Number
/
Loughborough University of Technology
Department of Civil Engineering
Second Questionnaire
CASE STUDIES
For the British Company Working in the Construction
Industry as a Joint Venture Partner with a Saudi Arabian Company
Strictly	 Confidential
Prepared by Abduijaleel Fatani
September	 1993
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THIS QUESTIONNAIRE SHOULD BE COMPLETED BY
BRITISH MANAGERS INVOLVED IN JOINT VENTURE
PROJECT WITH SAUDI PARTNER
Name of the British Company and the Respondent
Name of the British Company:
Name of respondent:
Respondent's Position and Background
No. Position in the company Tick Classthcation
	 Tick
(1) General tanager	 Board Manager
(2) Commercial Manager	 Senior Manager
(3) Estimating Manager	 ____ Middle Manager
(4) Plant Manager	 Operational Mgr.
(5) Contract Manager	 Other Manager
(6) Other Manager(specify) 	 (please specify)
Nationality: ________________________
Education degree:
Constniction Industrial Experience:
Years working in the company:
Years working in international -busine5s:
Phone No.:
Cross-cultural Factors and the Success of the jv
In joint venture arrangements, success or failure frequently depends upon
cross-cultural factors and it is a matter of organisadonal change within both
parniers to meet the new situation or new form: Do you agree?
YesNo _____
If Yes, go to Part (I) on the next page.
If No, please state the reason underneath and then go to Part (I) on the next
page.
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PAIT (I)
JOINT VENTURE BACKGROUND
A - BACKGROUND OF BRITISH AND SAUDI PARTNERS:
British Company Type
British Company Type	 Tick
Construction Contractor	 ______
Consulting Engineers
Materials Supplier
Quantity Surveyors
Oth Type (specify)
Name of the British joint venture partner: ___________________________
Name of the Saudi joint venture partner:
Name of the Saudi and British joint venture: ___________________________
When was this joint venture established? 19_..
YOUR JOINT VENTURE STRUCTURE OR COMPANY TYPE
British Company Type AND Saudi Company Type	 Tick
Construction Contractor AND Construction Contractor ______
Consulting ingmeers	 AND Consulting lngineers
Construction Contractor AND Trader speciry)
Consulting Engineers	 AND Trader( specify)
Materials Supplier 	 AND Trader( specify)
Quantity Surveyors	 ANT) Trader( specify)
Other Type (specify)
_____________ AND ____________ ____
______ AND ______ __
Please give detailed reasons for your answer above in relation to this kind of
combination.
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Brief history of the jv and main reason for starting this joint venture contract
with a Saudi partner:
Is the joint venture still in existence?
It not, wlen did it finishf
Do you consider this jv group (British & Saudi) successful or a failure?
Please tick appropriate level.
Degree of iv Success	 hick
(ii Highly Successful
(2) Moderately Successful
(3) Barely Successful
(4) Failure
B - SELECTING A SAUDI PARTNER
1 -	 In this international joint venture contract which did you choose first,
the partner or the project? Please give reasons for your selection?
2 -	 What criteria did your company use to identify the international
joint venture partner?
3 -	 What qualifications and criteria did 'our company use to identify senior
managers or Management Board for this jv contract?
4 -	 What score for importance would you give to the various factors listed
below in choosing this Saudi partner in relation to this joint venture?
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Please give points from 1 to 10 for each factor.
10 is the highest down to 1 the lowest.
J.V. PARTNER SELECTION REASONS	 POINTS
1 - .Assist in market entry ith greater
competirveness
2 - Provide advice on political methods	 _______
3 - Give advice on cultural matters
	 _______
4 - Give advice on legal/codes/standards. etc. 	 _______
5 - Give advice on local suppliers
6 - Provide contacts with right people in Saudi
7 - Others (Specify):
Please give detailed reasons for your answer above as to why you gave higher
or lower points in relation to partner selection:
C - JOINT VENTURE FEATURE
For each of the folloing factors indicate the extent to which they were
present in this joint venture.
Please rate the extent to which the following varlables(criteria) were
escribeU In this Joint venture, using the scale from 1 to 10 10 the highest
down to 1 the lowest).
(Please tick one box in each row)
EXTENT	 I
Variables	 Little	 Highly
Observed	 Observedl
1 2 3 4 5 6 7 8 9 jlO 
I
(1) Mutual trust between members in the team
(21 Mutuality of aims and objectives
	 -
(3) Precise definirion of purpose
__________________________________ ______________ 
I i
343
(Please tick one box in each row)
EXTENT
Variables	 Little	 Highly
Observed	 Observec
123'4 5 6 7 8 9 10
(4) Precise definition of scale of 	 - -
joint venture
(5) Compatability in size of your company
and its partner
(6) Comoatahilitv of experience in your
company and its jv partner
(7) Autonomy from British sponsor - parent
(8) Autonomy from Saudi sponsor - parent
(9) A true need for the other partner(s)
(10) Effective Collaboration and co-operation
(11)Shared power and common control but
flexible in practice
(12) Neither partner should enter the
venture out of a position of weakness
(13) Flex.ibilitv to cope with the transient
	 - - - -
nature of outside forces
(14)Good communication
(IS) An ability to share
(16)Good manaers and mana2ement
skifls( British)
(17)Good managers and management 	 -
skiUs(Saudi
iS) Comoatible values and culture
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(Please tick one box in each row)
EXTENT
Variables	 Little	 Highly
Observed	 Observed
(19) Clear understanding of joint venture
"etiquette' by all involved
(20) Other factors, please specify
(21)
D - THE JOINT VENTURE PROJECT
(Dl) - Please state the type of the projects that have been completed by your
company in Saudi Arabian Market and the numbers.
NUMBER OF J.V. PROJECTS COMPLETED BY YOU COMPANY IN
THE SAUDI MARKET
Project	 Number of Projects Completed
Class i fi cation
1 - Industrial Building
2 - Residential Building
3- Commercial Building	 _____________________
4 - Public Building
5 - Civil Engineering Work	 _______________________
6 - Other Work(specifv
(D2) - Please indicate your company specialization in the Saudi Market in the
table below, by circling the relevant specialization or riting in your
own specialization.
YOUR J.V. COMPANY SPECIALIZATION IN SAUDI MARKET
Project	 Specific Project
Classification	 Specialization
1 - Industrial Building	 Petrochemical (and or
2 - Residential Building	 Housing (and on--------------
3 - Commercial Building	 Shopping center ( and or)
4 - Public Building	 Library (and on _________-________________
5 - Civil Engineering Work	 Bridges (and or - _--	 -
6 - Other Activity specify)	 Specific Project) - ______________________
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Please explain Why your company's specialized in the above areas.
(D3) - For each project classification and each project size please give the
liability to the client in terms of the percentage from the total contract
and the profit as a percentage of the total turnover.
JOINT VENTURE PROJECT SIZE AND COMPANY DECISION
Project Size and the Percentage of Liabilty and Profit
Project	 <SM	 5M-IOM IOM-20M	 >20M
Classification	 [jab. Prof.	 Liab. Prof.	 Uab. Prof.	 Liab. Prof.
% %	 n%	 % %
1 - Industrial Building
2- Residential Building	 ____ ____ ____ ____ ____ ____ ____ ____
3- Commercial Building	 ____ ____ ___ ____ ____ ____ ___
4- Public Building
5 - Civil Engin. Work	 _____ _____ ____ _____ _____ _____ ____
6-Other Work( specify)
Please give detailed reasons for your answer above in relation to the market
competition in relation to these projects.Please state also the relationship
between the percentage of the liability and the the percentage of the profit in
relation to different types and sizes of joint-venture projectsin the Saudi
market?
E - JOINT VENTURE STRUCTURE:
Consider the foflosing different comptnv structures:
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DIFFERENT JOINT VENTURE STRUCTURES
Schemes I	 British and Saudi Company
Scheme (1) One Sponsor' compan y acts on behalf of
one or all companies for direction of joint
venture and management of project
Scheme (2)
	
Both or all are represented on a Board.
preferably Ith an independent chairman
to direct joint venture ana' manage project
Scheme (3) All companies share direction of venture
and management of project
Other Scheme
(State) (4)
Note: See the diagram on page (13-14) for more detail about these
schemes or structures
(El) - For each project specialization please enter the number of projects
completed under each schemes that your company adopted in the Saudi
Market, with this parmer specified above (p.?).
	
Project Specialization
	No. of Projects	 Completed under Scheme
1	 2	 3	 4
	
- Petrochemical or _______________ _______	 _______	 _______	 _______
	
2 - Housing or ________________ _____ _____ 	 _____	 _____
	
3 - Shopping centre or ___________ ______ 	 ______	 ______	 ______
	
4- Library or ___________________ ______ ______ 	 ______	 ______
	
S - Bridge or ______________________ _______ ______ 	 ______	 _______
6- Other Vork(specifv)
Please explain in detail wh y the scheme (structure) was adopted for each
different project.
(E2) - For each project specialization please enter the number of projects
completed under each schemes that our company adopted in the Saudi
'larket. ith partners other than the one specified above p.?).
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Schemes Used by your company with other partner
Project specialization	 No. of Projects Completed under Scheme
1	 12	 I	 14
1- Petrochemical or ___________ ______ _____	 ______ _____
2- Housing or __________________ ______ 	 ______	 ______	 ______
3 - Shopping centre or __________ ______ 	 ______	 ______	 ______
4- Library or __________________ ______ ______ 	 ______	 ______
5-Bridgeor
6- Other Work( specify)
Please explain in detail why the scheme (structure) was adopted for each
different project.
F - DEVELOPING THE JV BUSINESS
1 - How did you start the business?
2 - How were personal relationships developed between senior managers or
management board of this joint venture?
3 - How did you get along together with Saudi partner or management
board in order to continue the work?
G - DEVELOPING TRUST
- An essential aspect of team effectiveness is developing and maintaining a
high level of trust among group members. The more members trust each
Other, the more effectivel y
 they will work together. Team members will
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more openly express their thoughts, feelings, reactions, opinions,
information, and ideas when the trust level is high. When the trust level
is low, group members may be dishonest, and inconsiderate in their
comuni-catlons. I-low would you describe the importance of trust to the
UK and SA members of the management board in achieving the
group's goals?
2 - Please explain in detail the development of trust among your
management board members. Also, can you express how ideas were
exchanged between UK and SA partners?
3 - How does the trust between the joint venture partner or management
board enable the different members to take responsibility for
different aspects of the joint-venture ?
4- Is the autonomy or management freedom granted to each partner or
management board enable them to generates useful ideas and
methods for the joint-venture ? Can you give some specific examples of
these ideas and methods?
5 - In What ways does such sharing of responsibility and autonomy
based on mutual trust lead to greater flexibility in operating the
whole joint venture ? Please give details ?
H - JOINT VENTURE PROJECTS COMPLETED WITH THIS
SAUDI PARTNER:
How many projects completed with this Saudi partner?
- One Project:
- More than one project (specifvi
Name of the projects Year started Year finished 	 Schemes used
_________	 ____	 ____	 1234
_________	 ____	 ____	 1234
________ ___	 ___	 1234
__________ ____	 ____	 1234
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PART (II)
THE SPECIFIC PROJECT
Title of this Joint Venture Project
Title:
PROJECT CLASSIFICATION AND TYPE
Project Classification	 Type of this project	 governmental/private
1 - Industrial Building	 Petrochemical or	 _____________
2 - Residential Building
3 - Commercial Building
4 - Public Building
5 - Civil Engineering Work _____________________	 ______________
6 - Other Work(specify)
Please give detailed reasons for your answer above in relation to the market
competition in relation to these projects.
A - DETAILED INFORMATION ABOUT THIS PROJECT
How many partners are working on this project : -_________
Name of the Saudi joint venture partner: 	 -
Name of the British joint venture partner : - 	 ____
Name of the other joint venture partner: 	 -	 -____
en was this joint venture project started? 19
Brief information about this project and main reason for starting this joint
venture project and with these partners:
Is the joint venture project still in existence?
if not, when was this project finished?
Reason for this jv project finishing : -______
Do you consider this jv project successful or .i failure?
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Please tick appropriate level in relation to the degree of jv project success
Degree of project Success	 Tick
(1) Highly Successful
(2) Moderately Successful 	 -
(3) Barely Successful
(4) Failure
B - DECISION SUPPORT SYSTEM FOR THIS JOINT VENTURE
PROJECT
Please rate the degree of importance given to the following variables during
when deciding whether to be involved in this joint venture project
(Please tick one box in each row)
____________________________________________ - Degree of importance
Variables	 Low	 High
Importance Importance
1 2 3 4 5 6 7 8 9 10
(1) Type of this project
(2) Size of this project
(3) Project location in Saudi
(4) Contract period
(5) Complexity of the project
(6) Relationship with client
(7) Relationship with client's consultant
(8) Credit worthiness of client
(9) Type of Joint venture contract
(10) Financial availability of joint venture
(11) Management and expertise availability
(12) Political condition in Saudi (Government)
(13) Economic conditions (job availability)
(14) Technological conditions
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(Please tick one box in each row)
Degree of importance
Variables	 Low	 High
Importance Importance
1 2 3 4 5 6 7 8 9 10
(15) Inflation
(16) Number of bidders in this project
(17) Client requirements
(18) Other factors, please specify	 -
(19)(20) ::i	 Ii
C - RELATIONSHIP OF CLIENT, DIRECTION OF JOINT
VENTURE AND PROJECT MANAGEMENT IN RELATION
TO THIS PROJECT (JOINT VENTURE STRUCTURE)
Please tick the appropriate scheme in relation to this project.
SCHEME (1): British" Sponsor" company acts on behalf of Saudi or
all companies for direction of joint venture and
management of project ( see diagram below) : _____
CLIENT
SAUDI COMPANI
BRITISH COMPANY
OTHER COMPANY
PROJECT MANAGER
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SCHEME (2): Saudi and British or all are represented on a Board,
preferably with an independent chairman to direct
joint venture and manage project( see diagram
below): _____
LIENT
SAUDI COMPANY
JOINT VENTURE
BOARD (S & B)	 BRITISH COMPANY
OTHER COMPANY
PROJECT MANAGER
SCHEME (3): Saudi, British or all companies share direction of
venture and management of project( see diagram
below): _____
CLIENT
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YOUR (JOINT VENTURE STRUCTURE) IN RELATION
TO THIS PROJECT IF IT IS DIFFERENT FROM ABOVE
Please explain the other scheme if you have a different relationship
from the above three and then draw the diagram in relation to this
project.
SCHEME (4):
-	 fCLIENT
D - FINANCIAL INFORMATION ON THIS PROJECT:
What are the major combination factors used in relaon to the finance of this
project ?
Equity share in relation to this project such as:
(MJ)	 if you were the majority share partner(MN)	 if you were the minority share partner
(ES)	 if you had an equal share
(Other) if you had a different share from the above
FINANCIAL INFORMATION ABOUT THIS PROJECT
- Your equity Duration
	 Project Turnover	 Profit
share	 Time	 (fl	 Million	 (%) on total turnover
(MJ)
(MN)
(ES)
0th e r
(specify)
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Please give detailed reasons for your answer above to these criteria or other if
it is used different from the above?
E - DECISION SUPPORT SYSTEM FOR THE MANAGEMENT
TEAM IN RELATION TO THIS PROJECT:
Please rate the degree of importance given to the following variables during
the selection of the management team in relation to this joint venture project
(Please tick one box in each row)
Degree of importance
Variables	 Low	 High
Importance Importance
12	 6 7 8 9 10
(1) Technical skills
(2) Personality
(3) Experience internationally
(4) Experience in the same project
(5) Flexibility
(6) Trust
(7) Responsibility
(8) Autonomy
(9) Experience in the joint venture
(10)Communication
(11) Cultural knowledge
(12) Market skill
(13) Understanding economic conditions
(14) Understanding tecological conditions
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(Please tick one box in each row)
Degree of importance
Variables	 Low	 High
Importance Importance
1 2 3 4 5 6 7 8 9 10
(15) Understanding governmental regulation
(16) Understanding Political condition in Saudi
(17) Motivation
(18) Other factors, please specify
(19)
(20)
1 -	 \'Vhat was your procedure and approach in selecting the management
team for this project in relation to their personality?
2 -	 What was 'our procedure and approach in selecting the management
team for this project in relation to their qualifications and technical
skills?
3 -	 Please give detailed reasons for the team members' behaviour in relation
to the success/failure of this joint venture project ?
PART (III)
MANAGEMENT TEAM IN THIS PROJECT
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What sort of management team structure with the j.v. partner did you have
when you did this project?
For each director or management board (B). senior(S), middle(M), and
other(0) managers working in this joint venture project, please specify
 the
nationality and circle the appropriate level.
Please specify the function of the managers as Director (General
manager). Commercial manager, Estimating manager.
Contracting manager. Project manager, and so on ..........
MANAGEMENT TEAM STRUCTURE IN THIS PROJECT
	No.	 Function	 Nationality	 Tick	 Level
Saudi
(1) British	 B S M 0
Other
Saudi
(2) British	 B S M 0
Other
Saudi
(3) British	 B S M 0
Other
Saudi
(4) British	 BSMO
Other
Saudi
(5) British	 B S M 0
Other
Saudi
(6) British	 BSMO
Other
Saudi
(7) British	 BSMO
Other
Saudi
(8) British	 B S M 0
Other
Saudi
(9) British	 B S M 0
Other
Saudi
(10) British	 B S M 0
Other
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A - MANAGEMENT TEAM STYLES:
A(1)	 CULTURAL STYLES
CONSIDER THE FOUR FOLLOWING CULTURAL STYLES:
(1) - POWER DISTANCE
High power distance: implies strict obedience to orders of superiors.
Low power distance: implies more participation by subordinates.
(2) - UNCERTAINITY AVOIDENCE
High uncertainty avoidence: implies "The extent to which people feel
threatened by ambiguous situations and have created beliefs and
situations to avoid these"
Low uncertainty avoidence implies "Less structuring of activities,
fewer written rules, more risk taking"
(3) - MASCULINITY
High masculinity where distance: implies " Success, mone y and
material things"
Low masculinity: implies "Caring for others and quality of life"
(4) - INDIVIDUALISM
High individualism "Looking after oneself and making
decisions for oneself on one hand"
Low individualism 'Belonging to a group and making group
decisions on the other"
CULTURAL STYLE
Please rate yourself and your partners on a scale of 1 to 10 showing how you
perceive yourself and your partner in relation to the four styles.
Piease give points from 1 to 10 for each answer to rare the importance of the
style. 10 Is the highest down o 1 the lowest.
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CULTURAL STYLE IN THIS PROJECT
No. Mana gement Nationalit y Tick Power Uncertaint y Masc. md.
Function	 (specify)	 Dist.	 Avoidence
1-10	 1-10	 1-10	 1-10
Saudi
(1) British
Other
Saudi
(2) British
Other
Saudi
(3) British
Other
Saudi
(4) British
Other
Saudi
(5) British
Other
Saudi
(6) British
Other
Saudi
(7) British
Other
Saudi
(8) British
Other
Saudi
(9) British
Other
Saudi
(10) British
Other
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Please indicate what you think should be the ideal mix of the above styles
(1),(2),(3),(4), using the words "High", "Medium", and "Low" for each
style in related to this project.
IDEAL GROUP CULTURAL STYLE COMBINATION
MANAGEMENT COMBINATION STYLES
EXAMPLE
High Power+ Med. Uncertainty^ LOW Masculinity+ High Individualisth
Dist.	 Avoid
YOUR COMBINATION CHOICE
Power +	 Uncertainty +	 Masculinity ±	 Individualism
Dist.	 Avoid
Why did you give high or low points for these styles in relation to this
project ?
A(2)	 DECISION MAKING STYLES
CONSIDER THE FOUR FOLLOWING DECISION STYLES:
[AJ - ACTIVIST	 --
Like to learn from experience, open minded, enjoy brainstorming,
enjoy a challenge, bored with routine.
[R] - REFLECTOR
Obsen'e situations from a distance, analyse. only decide on all
available facts.
[T] - THEORISTS
Integrate information into logically sound theories, rational and
ordered thinking, uncomfortable with ambiguity.
{PJ - PRAGMATISTS
Keen to apply new ideas and techniques. Like to get on ith the job.
Don't like open-ended discussions.
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Please rate yourself and your partners on a scale of 1 to 10 showing how you
perceive yourself and your partner in relation to the four styles.
Please give points from 1 to 10 for each answer to rate the importance of the
style. 10 is the highest down to 1 the lowest.
DECISION MAKING STYLE IN THIS PROJECT
No. Managemen Nationality Tick Act.
	
Ref.	 Theo.	 Prag.
Function	 (specify)	 [Al
	
[Rj	 [1]	 [P]
1-10	 1-10	 1-10	 1-10
Saudi
(1) British
Other
Saudi
(2) British
Other
Saudi
(3) British
Other
Saudi
(4) British
Other
Saudi
(5) British
Other
Saudi
(6) British
Other
Saudi
(7) British
Other
Saudi
(8) British
Other
Saudi
(9) British
Other
Saudi
(10) British
Other
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IDEAL MANAGEMENT DECISION STYLE
Please indicate what you think should be the ideal mix of the above styles
(1),(2),(3),(4), using the words "High", "Medium", and "Low" for each
style in related to this project.
IDEAL GROUP DECISION MAKING STYLE COMBINATION
MANAGEMENT COMBINATION STYLES
EXAMPLE
High Activist + Med. Reflector + Low Theorists + High Pragmatists
YOUR COMBINATION CHOICE
Activist +	 Reflector +	 Theorists +	 Pragrnatists
Why did you give high or low points for these styles in relation to this
project 1
A(3)	 Trust Styles for the management team in this
project including the management board.
CONSIDER THE FOUR FOLLOWING TRUST STYLES:
- TRUST
Member trust each other, team managers will more openly express
their thoughts, feelings, reaction, opinion, information, ideas and
share these with each other.
2} - FLEXIBILITY
Open minded, accept different methods of doing things to efficiently
achieve objectives, being able to adopt solutions from various
alternative suitable for particular situations.
{3 - RESPONSIBILITY
Accountable for the international business need. Has full
responsibility. Has the manager capability to fulfill particular job
effeciently and effectively, and he can be depended on to do this.
4} - AUTONOMY
The extent to which an individual member of the management team
can make his own decisions and generate new ideas based on the
lncrests of [fle Joint venture project.
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Please rate yourself and your partners on a scale of 1 to 10 showing how you
perceive yourself and your partner in relation to the four styles.
Please give points from 1 to 10 for each answer to rate the importance of the
style. 10 is the highest down to 1 the lowest.
MANAGEMENT TEAM AND TRUST STYLE
IN THIS PROJECT
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IDEAL MANAGEMENT TRUST STYLE
Please indicate what you think should be the ideal mix of the above styles
(1),(2),(3),(4). using the words "High", "Medium", and "Low" for each
style In relateU to this project.
IDEAL GROUP TRUST STYLE COMBINATION
MANAGEMENT COMBINATION STYLES
EXAMPLE
High Trust + Med. Flexibility + Low Responsibility + High Autonomy
YOUR COMBINATION CHOICE
Trust +	 Flexibility +	 Responsibility +	 Autonomy
\'Vhv did you give high or low points for these styles in relation -to this
project ?
Please state 'our comments and suggestion in the joint venture success in
relation to cross-cultural factors as an expert in the construction industry to
be considered or changed within both partners to meet the new situation or
new form - Please explain in detail ?
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APPENDIX G
BASIC DATA FOR MODEL
CAL CULATI ON
Sub-model (1):
	 Trust Structural Styles
Manager	 Trust	 Flexibility Responsibility Autonomy
Company 1
1	 3.000	 4.000	 10.000	 8.000
2	 4.000	 5.000	 6.000	 8.000
3	 7.000	 6.000	 3.000	 3.000
Total	 14.000	 15.000	 19.000	 19.000
Mean	 4.667	 5.000	 6.333	 6.333
Company 2
1	 8.000
2	 6.000
3	 5.000
Total	 19.000
Mean	 6.333
	
8.000	 8.000	 8.000
	
7.000	 8.000	 7.000
	
7.000	 8.000	 8.000
	
22.000	 24.00023.000
	
7.333	 8.000	 7.667
Company 3
1	 10.000	 4.000	 10.000	 8.000
2	 10.000	 4.000	 10.000	 5.000
3	 5.000	 4.000	 10.000	 5.000
4	 5.000	 10.000	 7.000	 3.000
5	 3.000	 10.000	 5.000	 3.000
6	 2.000	 10.000	 5.000	 3.000
7	 8.000	 4.000	 10.000	 5.000
Total	 43.000 --	 46.000	 57.000	 32.000
Mean	 6.143	 6.571	 8.143	 4.571
Company 4
	
1	 10.000	 3.000	 10.000	 8.000
	
2	 10.000	 6.000	 10.000	 8.000
	
3	 10.000	 8.000	 10.000	 7.000
	
4	 10.000	 7.000	 6.000	 6.000
	
5	 10.000	 6.000	 6.000	 5.000
	
6	 10.000	 8.000	 8.000	 6.000
	
7	 6.000	 7.000	 3.000	 4.000
	
8	 7.000	 7.000	 3.000	 4.000
	
9	 6.000	 6.000	 3.000	 2.000
	
10	 6.000	 3.000	 3.000	 2.000
Total	 85.000	 61.000	 62.000	 52.000 -
ean	 8.500	 6.100	 6.200	 5.200
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Company 5
	
1	 8.000	 8.000	 9.000
	
2	 8.000	 8.000	 9.000
	
3	 7.000	 6.000	 5.000
	
4	 8.000	 6.000	 8.000
	
5	 8.000	 7.000	 9.000
	
6	 8.000	 7.000	 8.000
	
7	 8.000	 6.000	 8.000
	
8	 8.000	 7.000	 8.000
	
9	 9.000	 9.000	 9.000
	
10	 9.000	 8.000	 9.000
Total	 81.000	 72.000	 82.000
Mean	 8.100	 7.200	 8.200
Company 6
	
1	 8.000	 8.000	 9.000
	
2	 8.000	 8.000	 9.000
	
3	 5.000	 6.000	 5.000
	
4	 8.000	 8.000	 9.000
	
5	 5.000	 5.000	 9.000
	
6	 5.000	 5.000	 5.000
	
7	 5.000	 5.000	 5.000
	
8	 5.000	 5.000	 5.000
	
9	 5.000	 7.000	 6.000
	
10	 8.000	 7.000	 5.000
Total	 62.000	 64.000	 67.000
Mean	 6.200	 6.400	 6.700
8.000
7.000
7.000
6.000
7.000
7.000
7.000
7.000
8.000
9.000
73. 000
7.300
7.000
8.000
6.000
9.000
5.000
5.000
5.000
5.000
8 . 000
5.000
63. 000
6.300
Company 7
1
2
3
4
5
6
7
8
Total
Mean
	
10.000	 9.000	 10.000	 10.000
	
10.000	 9.000	 10.000	 10.000
	
8.000	 9.000	 8.000	 5.000
	
8.000	 8.000	 8.000	 5.000
	
8.000	 8.000	 8.000	 5.000
	
8.000	 8.000	 8.000	 5.000
	
8.000	 8.000	 8.000	 5.000
	
9.000	 7.000	 8.000	 8.000
	
69.000	 66.000	 68.000	 53.000
	
8.625	 8.250	 8.500	 6.625
Company 8
1	 6.000
2	 6.000
3	 4.000
4	 7.000
Total	 23.000
Mean	 5.750
	
6.000	 7.000	 6.000
	
6.000	 7.000	 6.000
	
4.000	 4.000	 5.000
	
7.000	 4.000	 4.000
	
23.000	 22.000	 21.000
	
5.750	 5.500	 5 20
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Company 9
1	 10.000	 10.000	 10.000	 10.000
2	 10.000	 10.000	 10.000	 10.000
3	 10.000	 10.000	 10.000	 10.000
4	 10.000	 10.000	 10.000	 10.000
- Total	 40.000	 40.000	 40.000	 40.000
Mean	 10.000	 10.000	 10.000	 10.000
Company 10
1
2
3
4
5
6
7
8
Total
Mean
6.000
7.000
7.0.00
5.000
4.000
5.000
4.000
4.000
42. 000
5.250
5.000
8.000
6.000
5.000
7.000
7.000
5.000
5.000
48. 000
6.000
8.000
8.000
8.000
6.000
8.000
9.000
4.000
6.000
57.000
7.125
3.000
5.000
5.000
4.000
5.000
9.000
6.000
4.000
41.000 -
5.125
Company 11
	
1	 9.000	 8.000	 7.000	 6.000
	
2	 7.000	 7.000	 9.000	 9.000
	
3	 7.000	 9.000	 5.000	 3.000
	
4	 7.000	 9.000	 5.000	 3.000
	
5	 8.000	 7.000	 6.000	 5.000
	
6	 7.000	 7.000	 5.000	 3.000
	
7	 8.000	 7.000	 6.000	 5.000
	
8	 8.000	 7.000	 6.000	 5.000
	
9	 8.000	 7.000	 6.000	 5.000
	
10	 8.000	 7.000	 6.000	 5.000
Total	 77.000	 75.000	 61.000	 49.000
Mean	 7.700	 7.500	 6.100	 4.900
Company 12
1	 10.000	 8.000	 9.000	 5.000
2	 10.000	 8.000	 9.000	 5.000
3	 10.000	 8.000	 5.000	 5.000
Total	 30.000	 24.000	 23.000	 15.000
Mean	 10.000	 8.000	 7.667	 5.000
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Company 13
1	 5.000	 6.000	 10.000	 10.000
2	 9.000	 8.000	 6.000	 7.000
3	 8.000	 8.000	 10.000	 8.000
4	 5.000	 5.000	 5.000	 4.000
5	 8.000	 8.000	 8.000	 8.000
Total	 35.000	 35.000	 39.000	 37.000
Mean	 7.000	 7.000	 7.800	 7.400
Company 14
1
2
3
4
5
6
7
Total
Mean
8.000
5.000
8.000
7.000
7.000
6.000
7.000
6.857
4.000
3.000
8.000
8.000
6.000
5.000
5.000
9.000
6.000
8.000
7.000
4.000
3.000
3.000
- 40.000
9.000
4.000
7.000
6.000
3.000
3.000
3.000
35. 00048.000	 39.000
5.571	 5.714	 5.000
Company 15
1	 10.000
2	 10.000
3	 8.000
4	 8.000
5	 8.000
6	 8.000
7	 8.000
8	 9.000
Total	 69.000
Mean	 8.625
	
9.000	 10.000	 10.000
	
9.000	 10.000	 10.000
	
9.000	 8.000	 5.000
	
8.000	 8.000	 5.000
	
8.000	 8.000	 5.000
	
8.000	 8.000	 5.000
	
8.000	 8.000	 5.000
	
7.000	 8.000	 8.000
	
66.000	 68.000	 53.000
	
8.250	 8.500	 6.625
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Sub-model (2):
	
Cultural Styles
Manager Power Dist. Tincert.Avoid. Masscul.
	 Individ
Company 1
- 1
	 9.000	 5.000	 7.000	 9.000
2	 5.000	 5.000	 10.000	 8.000
3	 5.000	 7.000	 5.000	 4.000
Total	 19.000	 17.000	 22.000	 21.000
Mean	 6.333	 5.667	 7.333	 7.000
Company 2
1	 5.000
2	 7.000
3	 3.000
Total	 15.000
Mean	 5.000
Company 3
1	 1.000
2	 2.000
3	 2.000
4	 5.000
5	 5.000
6	 5.000
7	 1.000
Total	 21.000
Mean	 3.000
	
7.000	 3.000	 8.000
	
4.000	 6.000	 8.000
	
5.000	 6.000	 9.000
	
16.000	 15.000	 25.000
	
5.333	 5.000	 8.333
	
1.000	 10.000	 10.000
	
2.000	 5.000	 7.000
	
2.000	 6.000	 7.000
	
5.000	 3.000	 3.000
	
5.000	 10.000	 10.000
	
5.000	 10.000	 10.000
	
2.000	 6.000	 8.000
	
22.000	 50.000	 55.000
	
3.143	 7.143	 7.857
Company 4
	
1	 10.000
	
2	 .000
	
3	 5.000
	
4	 5.000
	
5	 5.000
	
6	 5.000
	
7	 8.000
	
8	 8.000
	
9	 7.000
	
10	 10.000
Total	 63.000
	
Mean	 6.300
	
8.000	 7.000	 10.000
	
3.000	 7.000	 10.000
	
4.000	 3.000	 8.000
	
4.000	 3.000	 7.000
	
6.000	 7.000	 6.000
	
3.000	 4.000	 4.000
	
5.000	 7.000	 6.000
	
4.000	 8.000	 6.000
	
6.000	 7.000	 6.000
	
8.000	 7.000	 6.000
	
51.000	 60.300	 69.000
	
5.100	 6.000	 - 6.900
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Company 5
1
2
3
4
.5
6
.7
9
10
Total
Mean
	
3.000	 5.000	 4.000	 7.000
	
3.000	 3.000	 5.000	 7.000
	
3.000	 7.000	 8.000	 5.000
	
7.000	 7.000	 6.000	 7.000
	
3.000	 6.000	 5.000	 4.000
	
5.000	 7.000	 8.000	 6.000
	
5.000	 7.000	 8.000	 6.000
	
5.000	 7.000	 8.000	 6.000
	
2.000	 3.000	 4.000	 8.000
	
1.000	 2.000	 7.000	 8.000 -
	
37.000	 54.000	 63.000	 64.000
	
3.700	 5.400	 6.300	 6.400
Company 6
	
1	 4.000	 4.000	 6.000	 4.000
	
2	 5.000	 4.000	 6.000	 3.000
	
3	 5.000	 4.000	 6.000	 3.000
	
4	 4.000	 5.000	 6.000	 4.000
	
5	 5.000	 5.000	 7.000	 3.000
	
6	 5.000	 5.000	 6.000	 5.000
	
7	 5.000	 5.000	 6.000	 3.000
	
8	 5.000	 4.000	 7.000	 3.000
	
9	 6.000	 6.000	 5.000	 7.000
	
10	 7.000	 7.000	 5.000	 4.000
Total	 51.000	 49.000	 60.000	 39.000
Mean	 5.100	 4.900	 6.000	 3.900
Company 7
1
2
3
5
6
7
8
Total
Mean
	
8.000	 7.000	 8.00O
	
9.000	 8.000	 10.000
	
8.000	 7.000	 7.000
	
7.000	 8.000	 8.000
	
7.000	 6.000	 8.000
	
9.000	 9.000	 7.000
	
7.000	 8.000	 8.000
	
7.000	 7.000	 9.000
	
62.000	 60.000	 65.000
	
7.750	 7.500	 8.125
9.000
8.000
8.000
7.000
8.000
8.000
6.000
8.000
62.000
7.750
Company 8
1	 4.000
2	 2.000
3	 2.000
4	 3.000
Total	 11.000
Mean	 2.750
	
5.000	 6.000	 8.000
	
5.000	 3.000	 2.000
	
3.000	 3.000	 3.000
	
3.000	 3.00O	 3.000
	
16.000	 - 5.000	 16.000
	
4.000	 3.750	 4.000I
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Company 9
1	 2.000	 8.000	 3.000	 5.000
2	 8.000	 3.000	 8.000	 5.000
3	 8.000	 5.000	 8.000	 5.000
4	 8.000	 5.000	 7.000	 5.000
Total	 26.000	 21.000	 26.000	 20.000
Mean	 6.500	 5.250	 6.500	 5.000
Company 10
1	 10.000	 4.000	 8.000	 9.000
2	 9.000	 4.000	 7.000	 9.000
3	 9.000	 4.000	 8.000	 9.000
4	 8.000	 4.000	 7.000	 8.000
5	 5.000	 4.000	 4.000	 6.000
6	 6.000	 8.000	 5.000	 6.000
7	 5.000	 8.000	 3.000	 6.000
8	 4.000	 6.000	 4.000	 6.000
Total	 56.000	 42.000	 46.000	 59.000
Mean	 7.000 - - - 5.250 	 5.750	 7.375
Company 11
1
2
3
4
5
6
7
8
9
10
Total
Mean
	
4.000	 4.000	 8.000	 7.000
	
3.000	 3.000	 8.000	 6.000
	
5.000	 5.000	 8.000	 6.000
	
7.000	 7.000	 8.000	 6.000
	
7.000	 7.000	 6.000	 8.000
	
7.000	 7.000	 .000	 6.000
	
8.000	 8.000	 4.000	 8.000
	
8.000	 8.000	 4.000	 8.000
	
9.000	 9.000	 4.000	 8.000
	
9.000	 9.000	 4.000	 8.000
	
67.000	 -	 67.000	 60.000	 71.000
	
6.700	 6.700	 6.000	 7.100
Company 12
1	 8.000
2	 5.000
3	 8.000
Total	 21.000
Mean	 7.000
	
8.000	 8.000	 8.000
	
8.000	 8.000	 8.000
	
8.000	 5.000	 5.000
	
24.000	 21.000	 21.000
	
8.000	 7.000	 7.000
4
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Company 13
1	 10.000
2	 6.000
3	 7.000
4	 5.000
5	 3.000
Tota1	 31.000
Mean	 6.200
3.000
5.000
5.000
7.000
4.000
24. 000
4.800
3.000
5.000
7.000
7.000
7.000
29. 000
5.800
10. 000
5.000
7.000
5.000
5.000
32. 000
6.400
Company 14
	
1	 10.000	 10.000
	
2	 8.000	 8.000
	
3	 8.000	 10.000
	
4	 10.000	 10.000
	
5	 6.000	 7.000
	
6	 6.000	 8.000
	
7	 6.000	 6.000
Total	 54.000	 59.000
	
Mean	 7.714	 8.429
	
9.000	 6.000
	
8.000	 -5.000
	
9.000	 6.000
	
9.000	 6.000
	
7.000	 4.000
	
7.000	 3.000
	
6.000	 3.000
	
55.000	 33.000
	
7.857	 4.714
Company 15
1	 8.000	 7.000	 8.000	 9.000
2	 9.000	 8.000	 10.000	 8.000
3	 8.000	 7.000	 7.000	 8.000
4	 7.000	 8.000	 8.000	 7.000
5	 7.000	 6.000	 8.000	 8.000
6	 9.000	 9.000	 7.000	 8.000
7	 7.000	 8.000	 8.000	 6.000
8	 7.000	 7.000	 9.000	 8.000
Total	 62.000	 60.000	 65.000	 62.000
Mean	 7.750	 7.500	 8.125	 7.750
q
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Sub-model (3):
	
Decision Making Styles
Manager Activist	 Reflector.
Company 1
1	 7.000	 5.000
2	 5.000	 6.000
3	 8.000	 4.000
Total	 20.000	 15.000
Mean	 6.667	 5.000
Theorist	 Pragmatist
	
8.000	 8.000
	
4.000	 7.000
	
5.000	 5.000
	
17.000	 20.000
	
5.667	 6.667
Company 2
1	 5.000	 7.000	 5.000	 6.000
2	 5.000	 6.000	 6.000	 6.000
3	 6.000	 5.000	 7.000	 8.000
Total	 16.000	 18.000	 18.000	 20.000
Mean	 5.333	 6.000	 6.000	 6.667
Company 3
1	 10.000
2	 8.000
3	 4.000
4	 5.000
5	 6.000
6	 6.000
7	 8.000
Total	 47.000
Mean	 6.714
8.000
10. 000
10.000
5.000
• 3.000
3.000
5.000
44.000
6.286
	
10.000	 5.000
	
6.000	 10.000
	
10.000	 5.000
	
5.000	 5.000
	
3.000	 8.000
	
3.000	 8.000
	
5.000	 10.000
	
42.000	 51.000
	
6.000	 7.286
Company 4
	
1	 1.000	 7.000	 5.000	 3.000
	
2	 7.000	 8.000	 6.000	 5.000
	
3	 10.000	 6.000	 7.000	 8.000
	
4	 7.000	 5.000	 4.000	 3.000
	
5	 7.000	 4.000	 5.000	 4.000
	
6	 8.000	 6.000	 6.000	 6.000
	
7	 6.000	 3.000	 5.000	 4.000
	
8	 4.000	 5.000	 3.000	 5.000
	
9	 3.000	 4.000	 6.000	 7.000
	
10	 3.000	 5.000	 7.000	 8.000
Total	 56.000	 53.000	 54.000	 53.000
Mean	 5.600	 5.300	 5.400	 5.300
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Company 5
	
1	 8.000	 9.000	 8.000
	
2	 8.000	 7.000	 8.000
	
3	 6.000	 5.000	 7.000
	
4	 6.000	 9.000	 8.000
	
5	 9.000	 9.000	 9.000
	
6	 5.000	 6.000	 8.000
	
7	 5.000	 6.000	 8.000
	
8	 5.000	 6.000	 8.000
	
9	 9.000	 9.000	 9.000
	
10	 8.000	 8.000	 9.000
Total	 69.000	 74.000	 82.000
Mean	 6.900	 7.400	 8.200
9.000
9.000
9.000
8.000
9.000
8.000
8.000
8.000
9.000
8.000
85. 000
8.500
Company 6
1
2
3
4
5
6
7
8
9
10
Total
Mean
	
7.000	 9.000	 6.000	 6.000
	
7.000	 6.000	 7.000	 8.000
	
6.000	 5.000	 5.000	 5.000
	
5.000	 9.000	 4.000	 4.000
	
5.000	 5.000	 5.000	 5.000
	
5.000	 5.000	 5.000	 5.000
	
5.000	 5.000	 5.000	 5.000
	
5.000	 5.000	 5.000	 5.000
	
5.000	 5.000	 5.000	 5.000
	
5.000	 5.000	 5.000	 5.000
	
55.000	 59.000	 52.000	 -	 53.000
	
5.500	 5.900	 5.200	 5.300
Company 7
1	 7.000	 9.000	 7.000	 8.000
2	 8.000	 9.000	 6.000	 7.000
3	 8.000	 8.000	 10.000	 10.000
4	 8.000	 9.000	 7.000	 9.000
5	 9.000	 8.000	 10.000	 8.000
6	 9.000	 10.000	 9.000	 8.000
7	 7.000	 8.000	 10.000	 9.000
8	 10.000	 9.000	 8.000	 10.000
Total	 66.000	 70.000	 67.000	 69.000
Mean	 8.250	 8.750	 8.375	 8.625
Company 8
1
2
3
4
Total
1ean
	
5.000	 8.000	 8.000	 8.000
	
5.000	 8.000	 9.000	 5.000
	
6.000	 7.000	 6.000	 6.000
	
6.000	 5.000	 5.000	 5.00
	
22.000	 28.000	 28.000	 24300
	
5.500	 7.000	 7.080	 000q
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Company 9
1	 10.000	 8.000
2	 10.000	 3.000
3	 10.000	 10.000
4	 10.000	 5.000
Total	 40.000	 26.000
a
Mean	 10.000	 6.500
	
10. 000
	
5.000
	
3.000
	
10. 000
	
10.000
	
5.000
	
10. 000
	
10. 000
	
33.000
	
30. 000
	
8.250
	
7.500
Company 10
1
2
3
4
5
6
7
8
Total
Mean
Company 11
1
2
3
4
5
6
7
8
9
10
Total
Mean
9.000
9.000
-7.000
8.000
8.000
6.000
7.000
5.000
59.000
7.375
7.000
5.000
9.000
8.000
6.000
5.000
5.000
5.000
5.000
5.000
60.000
6.000
3.000
8.000
7.000
5.000
10. 000
8.000
6.000
6.000
53. 000
6.625
9.000
5.000
7.000
6.000
6.000
7.000
6.000
6.000
6.000
6.000
64.000
6.400
	
3.000	 9.000
	
4.000	 7.000
	
6.000	 7.000
	
4.000	 9.000
	
9.000	 6.000
	
8.000	 6.000
	
7.000	 6.000
	
4.000	 4.000
	
45.000	 54.000
	
5.625	 6.750
	
3.000	 5.000
	
7.000	 9.000
	
5.000	 3.000
	
4.000	 2.000
	
6.000	 6.000
	
9.000	 3.000
	
3.000	 4.000
	
3.000	 4.000
	
3.000	 4.000
	
3.000	 4.000
	
46.000	 44.000
	
4.600	 4.400
Company 12
1	 5.000	 8.000	 8.000	 8.000
2	 5.000	 8.000	 8.000	 8.000
3	 8.000	 5.000	 8.000	 8.000
Total	 18.000	 21.000	 24.000	 24.000
Mean	 6.000	 7.000	 8.000	 8.000
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10.000
5.000
8.000
5.000
7.000
35. 000
7.000
1
2
3
4
5
6
7
8
8.000
7.000
10.000
9.000
8.000
8.000
9.000
10.000
9.000
9.000
8.000
9.000
8.000
10. 000
8.000
9.000
7.000
8.000
8.000
8 . 000
9.000
9.000
7.000
10.000
7.000
6.000
10.000
7.000
10.000
9.000
10. 000
9.000
Company 13
1	 7.000	 2.000	 3.000
2	 8.000	 5.000	 6.000
3	 8.000	 5.000	 8.000
4	 5.000	 8.000	 8.000
5	 7.000	 5.000	 6.000
Total	 35.000	 25.000	 31.000
Mean	 7.000	 5.000	 6.200
Company 14
1
	 6.000	 8.000	 7.000	 8.000
2
	 4.000	 6.000	 6.000	 8.000
3	 8.000	 7.000	 8.000	 9.000
4	 8.000	 9.000	 8.000	 8.000
5	 5.000	 6.000	 6.000	 8.000
6	 5.000	 5.000	 6.000	 7.000
7	 5.000	 5.000	 6.000	 6.000
Total	 41.000	 46.000	 47.000	 54.000
Mean	 5.857	 6.571	 6.714	 7.714
Company 15
Total	 66.000	 70.000	 68.000	 69.000
Mean	 8.250	 8.750	 8.500	 8.625
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APPENDIX H
COMPUTER PROGRAM
FOR
MODEL CALCULATION
program comp
C
C
	 THE COMPUTER PROGRAM FOR THE THREE APPROACHES (COMPARISON
C
	 BETWEEN ACTUAL/IDEAL) FOR THE THREE SUB-MODELS.
C
real s(15,4),c(15,4),d(15,4),ds(15),dc(15),dd(15)
*	 ,sv(4),cv(4),dv(4),sl(100,4),cl(100,4),cil(lOO,4)
*	 ,dsi(15,4),dci(15,4),ddi(15,4),sav(4),cav(4),dav(4)
*	 ,mins,maxs,minc,maxc,mind,maxd,scs(15),scc(15),scd(15)
*	 ,as(15),ac(15),ad(15),bs(15),bc(15),bd(15),acs(15),acc(15)
*	 ,acd(15),bcs(15),bcc(15),bcd(15)
*	 ,ts(15,4),tc(15,4),td(15,4),tas(15,4),tac(15,4),tad(15,4)
*	 ,tbs(15, 4) ,tbc(15, 4) ,tbd(15, 4)
*	 ,jns, aniay , amjnc, amaxc, axnind, amaxd
*	 , bmins, bmaxs, bminc, bmaxc, bmind, bmaxd
integer 1(15)
character*4 stype (15), ctype (15) ,dtype(15) ,t
*	 ,astyp(15),actyp(15),adtyp(15)
*	 ,bstyp(15),bctyp(15),bdtyp(15)
C	 THE DATA FROM THE SURVEY (QUESTIONNAIRE) ARE STORED IN THE FILES
c	 dataSn, dataCn, dataDn
c	 AND THE IDEAL DATA FOR THE COMPANIES ARE STORED IN THE FILES
c	 dataSi, dataCi, dataDi
C	 THE FILE array data HOLDS THE INFORMATION ABOUT THE NUMPER OF
c	 MPNAGERS WORKING IN THE PROJECT FOR EACH COMPANY
open(2,file = 'array_data')
open(3,file = 'dataSn')
open(4,file = 'dataCn')
open(5,file = 'dataDn')
open(6,file = 'dataSP)
open(7,file = 'dataCi')
open(8,file = 'dataDi')
n 15
m= 4
ki = 100
READ IN THE DATA FILES
read(2,*) (1(i),i=1,n)
read(3,*) ((sl(i,j),j=1,m),i=1,kl)
read(4,*) ((cl(i,j),j=1,m),i=1,kl)
read(5,*) ((dl(i,j),j=1,m),i=1,kl)
read(6,*) ((dsi(i,j),j=1,m),i=l,n)
read(7,*) ((dci(i,j),j=1,m),i=1,n
read(8,*) ((ddi(i,j),j=1,m),i=1,n)
C
print*,1 The model is based on ideal styles compared with the
actual styles, they are given by:'
print*,Trust Structure, 100 input for each of the attributes'
print*, 'Cultural, 100 input for each of the attributes'
prtht*, t Decision Making, 100 input for each of the attributes'
THE CALCULATION OF MEAN VALUES OF THE THREE SUB-MODELS
is = 1
le = 0
print*,'s c & d average ='
do 20 k = 1,n
nk = 1(k)
le = le + 1 (k)
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do 15 j = 1,m
s(k,j) = 0.0
c(k,j) = 0.0
d(k,j) = 0.0
do 10 1 = ls,le
s(k,j) = s(k,j) ^ S1(i,j)
c(k,j) = c(k,j) + c1(i,j)
d(k,j) = d(k,j) + dl(i,j)
10	 continue
s(k,j) = s(k,j) / nk
c(k,j) = c(k,j) / nk
d(k,j) = d(k,j) / nk
15	 continue
is = le + 1
20	 continue
C
c PRINT OUT THE MEAN VALUE OF THE THREE SUB-MODELS FOR EACH COMPAI'W
print*
print*, 'The mean value of the attributes for each company is
given by:
print*
print*, t	Trust Structure Styles'
print*,
print*, 'Company Trust Flexibility Responsibility Autonomy'
print*, ' ---------------------------------------------
do 25 i=1,n
25	 write(*,30)i, (s(i,j),j=l,m)
30	 forrnat(2x,i3,7x,4(f6.3,7x))
priflt*
print*, I
	Cultural Styles'
print*,'
print*,'Company Power Dist. Uncert.Avoid. Masscul. Individ.'
print*, ' ----------------------------------------------
do 35 j=l,n
35	 write (*, 30)1, (C (1, j),j=l,m)
C
print*,'	 Decision Making Styles'
print*,'
print*,'Company Activist Reflector.	 Theorist Pragmatist'
print*, ' -------------------------------------------
do 40 i=l,n
40	 write(*,30)i,(d(i,j),j1,m)
C
c PRINT OUT THE IDEAL VALUE OF THE THREE SUB-MODELS FOR EACH CO2AY
print*
print*,'The Ideal value of the attributes for each company is
given by:'
print*,'	 Trust Structure Styles'
print*,'
print*, 'Company Trust Flexibility Responsibility Autonomy'
.,- 4 .,4- *
do 45 i=1,n
45	 write(*,3O)i, (dsi(i,j),jl,m)
print*
print*,'	 Cultural Styles'
print*,'
print*, l Company Power Dist. Uncert.Avoid. Masscul.
	 Individ.'
print*, ' ----------------------------------------------
do 50 i=l,n
50	 write (*,30)i, (dci (1, j),j=l,m)
priflt*
print*,'	 Decision Making Styies'
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print*, I	 -,
print*, 'Company	 Activist Reflector.	 Theorist Pragmatist'
print*,
do 55 i=l,n
55	 write(*,30)i, (ddi(i,j),j=l,m)
C
C
c THE CALCULATION OF THE ACTUAL AVERAGE OF THE MEAN VALUES FOR ALL
C THE COMPANIES
do 65 j=l,ni
sv(j) = 0.0
cv(j) = 0.0
dv(j) = 0.0
do 60 j=l,n
Sv(j) = sv(j) + s(i,j)
-	 Cv(j) = cv(j) + c(i,j)
dv(j) = dv(j) ^ d(i,j)
60	 continue
sv(j)	 sv(j) / n
cv(j) = cv(j) / n
dv(j) = dv(j) / n
65	 continue
C
print*,T	 The Average of the Actual Percieved Styles'
t- *	 ------------------ ____________ ----------------
-" '- I
print*
write(*, 70) (sv(j) , j=1,m)
70	 forinat('Trust Structure	 ',4(f6.3,7x))
write (*,75) (cv(j),j=1,m)
75	 format('Cultural	 ',4(f6.3,7x))
write (*, 80) (dv(j),j=l,m)
80	 format('Decision Making 	 ',4(f6.3,7x))
print*
print*
C
C THE CALCULATION OF THE ACTUAL AVERAGE OF THE MEAN VALUES FOR ALL
C THE COMPANIES
C
do 90 j=l,m
sav(j) = 0.0
cav(j) = 0.0
dav(j) = 0.0
do 85 i1,n
sav(j)	 sav(j) ^ dsi(i,j)
cav(j) = cav(j) ^ dci(i,j)
dav(j) = dav(j) + ddi(i,j)
85	 continue
sav(j) = sav(j) / n
cav(j) = cav(j) / n
dav(j) = dav(j) / n
98	 continue
print*,'	 The Average of the Ideals Percieved Styles'
print*,
print*
write (* 70) (sav(j), j=1,m)
write (*,75) (cav(j),j=l,m)
write(*,80) (dav(j),j=1,m)
print *
C
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do 100
do
C
C
c THE CALCULATION OF THE DIFFERENCES
c 3 APPROACHES
--------------------------
C
BETWEEN ACTUAL AND IDEAL BY THE
C
i = 1,n
ds(i) = 0.0
dc(i) = 0.0
dd(i) = 0.0
as(i) = 0.0
ac(i) = 0.0
ad(i) = 0.0
bs(i) = 0.0
bc(i) = 0.0
bd(i) = 0.0
95 j = 1,m
ts(i,j) = (s(i,j) - sav(j))**2
tc(i,j) = (c(i,j) - cav(j))**2
td(i,j) = (d(i,j) - dav(j))**2
tas(i,j) = (s(i,j) - dSi(i,j))**2
tac(i,j) = (c(i,j) - dci(i,j))**2
tad(i,j)= (d(i,j) - ddi(i,j))**2
tbs(i,j) = (dsi(i,j) - sav(j))**2
tbc(i,j) = (dci(i,j) - cav(j))**2
tbd(i,j) = (ddi(i,j) - dav(j))**2
ds(i) = ds(i) + ts(i,j)
dc(i) = dc(i) + tc(i,j)
dd(i) = dd(i) + td(i,j)
as(i) = as(i) + tas(i,j)
ac(i) = ac(i) + tac(i,j)
ad(i) = ad(±) + tad(i,j)
bs(i) = bs(i) + tbs(i,j)
bc(i)	 bc(i) + tbc(i,j)
bd(i)	 bd(i) + tbd(i,j)
95
C
C
C
ts(i,j) = sqrt(ts(i,j))
tc(i,j) = sqrt(tc(i,j))
td(i,j) = sqrt(td(i,j))
tas(i,j) = sqrt(tas(i,j))
tac(i,j) = sqrt(tac(i,j))
tad(i,j) = sqrt(tad(i,j))
tbs (i, j) = sqrt(tbs (i, j))
tbc(i, j) = sqrt(tbc(11 j))
tbd(i,j) = sqrt(tbd(J-,j))
continue
THE VALUES OF THE 3 SUB-MODELS FOR THE 3 APPROACHES BEFORE SCALING
ds(i) = sqrt(ds(i))
dc(i) = sqrt(dc(i))
dd(i) = sqrt(dd(i))
as(i) = sqrt(as(i))
ac(i) = sqrt(ac(i))
ad(i) = sqrt(ad(i))
bs(i) = sqrt(bs(i))
bc(i) = sqrt(bc(i))
bd(i) = sqrt(bd(i))
10	 continue
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CC
	 APPROACH 1
C
print*
print*, 'The difference between the Actual & Ideal of average
*	 mean of all companies'
print*
print*, 1	Trust Structure Styles'
print*, t
print*, 'Company Trust Flexibility Responsibility Autonomy'
print*, I
do 105 i=l,n
105	 write (*, 30) i, (ts (i, j) , j=l,m)
C
print*, I	Cultural Styles'
print*,J
print*,Company Power Dist. Uncert.Avoid. Masscul. Individ.'
print*, -----------------------------------------------
do 110 i=l,n
110	 write(*,30)i, (tc(i,j),j=l,m)
C
print*,'	 Decision Making Styles'
print*,'
print*, 'Company Activist 	 Reflector. Theorist Pragmatist'
print*, ' -------------------------------------------
do 115 i=l,n
115	 write (*,30)i, (td(i,j),j=1,m)
C
C
	
APPROACH 2
C
print*
print*
print*,The difference between the Actual & Ideal of each
*	 company'
print*,t	 Trusr Structure Styles'
print*,'
print*,'Company Trust Flexibility Responsibility Autonomy'
print*, t
do 120 i=l,n
120	 write (*, 30) i, (tas (i, j) j=l,m)
C
print*,
	
Cultural Styles'
print*,t
print*,Company Power Dist. Uncert.Avoid. 	 Masscul. ndivid.'
,-'.. * , ---------------------------------------------
VJ__I_s_ , -
do 125 i=1,n
125	 write(*,30)i, (tac(i,j),j=1,m)
pririt*
print*,T	 Decision Making Styles'
print*,T
print*, 'Company Activist Reflector. 	 Theorist Pragmatist'
print*, --------------------------------------------
do 130 i=1,n
130	 write (* 30) 1, (tad(i,j),j=l,m)
C
C
	 APPROACH 3
C
print*
print*
print*, 'The difference between the Ideal of each ccrnariy &Ideal'
print*, 'of average of all canipanies'
print*
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print*,'	 Trust Structure Styles'
print*, P
print*,'Company Trust Flexibility Responsibility Autonomy'
print*, I ---------------------------------------------
do 135 i=l,ri
135	 write (*,30)i, (ths(i,j),j=l,m)
print*
print*,
	
Cultural Styles'
print*,t
print*, l Company Power Dist. Uncert.Avoid. Masscul. Individ.'
print*, -----------------------------------------------
do 140 il,n
140	 write(*,30)i, (thc(i,j),j=l,m)
print*
print*, t
	Decision Making Styles'
print*,
print*, 'Company	 Activist Reflector.	 Theorist Pragmatist'
print*, V
do 145 il,n
145	 write(*,30)i, (thd(i,j),j=l,m)
print*
C
CALCULATING THE MINIMUM AND MAXIMUM VALUES OF THE 3 SUB-MODELS
C
C	 APPROACH 1
C
call maxmin(ds,maxs,mins,n)
call maxinin (dc, maxc, rainc, n)
call maxmin (dd, maxd, mind, n)
C
C	 APPROACH 2
C
call maxntin (as, ainaxs, axnins, n)
call maxmin (ac, arnaxc, aminc, n)
call maxmin (ad, amaxd, amind, n)
C
C	 APPROACH 3
C
call maxmin (bs,bmaxs,bmins, n)
call maxmin (bc, bmaxc, bminc, n)
call maxinin (bd, bmaxd, bmind, n)
C
C
C	 SCALING THE VALUES TO THE RANGE (0 TO 10) FOR THE 3 SUB-MODELS
C
C	 APPROACH 1
C
call scale (ds,maxs,mins, scs, n)
call scale (dc,rnaxc,minc, scc, n)
call scale (dd,maxd,mind, scd, n)
C
C	 APPROACH 2
C
call scale(as,axnaxs,amins,acs,n)
call scale (ac, amaxc, aminc, acc, n)
call scale (ad, arnaxd, arnind, acd, n)
APPROACH 3
call scale(bs,bmaxs,bm±ns,bcs,n)
call scale (bc, bmaxc, bminc, bcc, n)
call scale (bd,bmaxd,bmind, bcd, n)
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(Approach 1)'
(Approach 2)'
(Approach 3)'
C
150
C
print*, 'g, C & D before scaling
print*, 'companY 1 - 15'
write (*,150) (ds(i),i=l,n)
write (*450) (dc(i),i=1,n)
write (*150) (dd(i),i=l,n)
print*
print*,'S, C & D before scaling
print*,'CornPaflY 1 - 15'
write (*,150) (as(i),i=1,n)
write (*,l5O) (aC(i) ,i1,n)
write (*,15O) (ad(i) ,i1,n)
print *
print*,'S, C & D before scaling
print*,Company 1 - 15'
write (*, 150) (bs (i) , i=1, n)
write (*450) (bc(i) ,i=l,n)
write(*,150) (bd(i),i=1,n)
print *
format (15f7. 3)
ss = 10.0/4.
asi = ss
as2 = ss+ss
as3 = asl+as2
C
print*, 'The difference values of each Style have been scaled'
print*, 'to the range (0 to 10) using linear interpolation'
print*,such that the maximum difference is scaled to 10'
print*, 'Then in order to decide the degree of sucsses of each'
print*, 'company we devide the region into 4 suiregions such that'
print*
write (*, 155) asi, as2, as3
155
	
format('O < H.S. =< ',f4.2,' < M.S.=< ',f4.2,' < B.S.=< ',
*	 f4.2,' < Fail=< 10.00')
print *
print*
print*, 'The minimum and maximum values before scaling'
print*, ----------------------------------------------
write (*160)rninsmaxs
160
	
format('Trust Structure 	 ',f6.3,' ----> ',fE.3)
write(*,165)minc,maxc
165	 format('Cultural	 ',f6.3,' ----> ',f6.3)
write (*,170)mind,maxd
170	 format('Decision Making	 ',f 6.3,' ----> ',f 6.3)
C
C
C
	 FINDING THE DEGREE OF SUCCESS OF TRUST STRUCTURAL STYLES OF EACH
C
	 COMPANY FOR THE THREE APPROACHES
C
do 175 i=1,n
C
C
	 APPROACH 1
C
r=scs (1)
call type(asl,as2,as3,r,t)
stype (i)=t
C
C
	 APPROACH 2
C
r=acs (i)
call type(asl,as2,as3,r,t)
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astyp(i)=t
C
C
C	 APPROACH 3
C
r=bcs (i)
call type(asl,as2,as3,r,t)
bstyp(i)=t
C
C
C
c	 FINDING THE DEGREE OF SUCCESS CULTURAL STYLES OF EACH COMPANY
c	 FOR THE THREE APPROACHES
C
c	 APPROACH 1
C
C
r=scc (1)
call type(asl,as2,as3,r,t)
ctype(i)=t
C
C	 APPROACH 2
C
C
r=acc(i)
call type (asi, as2, as3, r, t)
actyp (1) =t
C
C	 APPROACH 3
C
C
r=bcc(i)
call type(asl,as2,as3,r,t)
bctyp(i)=t
C
C
c	 FINDING THE DEGREE OF SUCCESS OF DECISION MAKING STYLES OF EACH
C	 COMPANY FOR THE THREE APPROACHES
C
C	 APPROACH 1
C
r=scd(i)
call type(asl,as2,as3,r,t)
dtype (i)=t
C
c	 APPROACH 2
C
C
r=acd(i)
call type (asi, as2, as3, r, t)
adtyp(i)=t
C
c	 APPROACH 3
C
C
r=bcd(j)
call type(asl,as2,as3,r,t)
bdtyp(i)=t
175	 continue
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print *
print*, 'The difference between the Actual & Ideal of average
*	 mean of all companies'
print*, I ----------------------------------------------------
print*
print*, t Company Trust Struc	 Cultural	 Decision Making'
print*, ------------------------------------------
do 180 i=l,n
180
	
write(*,185)i,scs(i),stype(i),scc(i),ctype(i),scd(i),dtype(i)
print *
185
	 format(2x,i3,7x,3(f6.3,lx,a5,5x))
print *
print*
print*, 'The minimum and maximum values before scaling
print*, ' ---------------------------------------------
write(*,160)amins,amaxs
write (*, 165) aminc, amaxc -
write (*, 170) amind, amaxd
print*
print*, 'The difference between the Actual and Ideal of each
*	 company'
print*, ' ....................................................
print *
print*, 'Company Trust Struc 	 Cultural	 Decision Making'
print*, I -----------------------------------------
do 190 i=1,n
190	 write(*,185)i,acs(i),astyp(i),acc(i),actyp(i),acd(i),adtyp(i)
print*
print*
print*, 'The minimum and maximum values before scaling'
print*, ----------------------------------------------
write(*,160)bmins,bmaxs
write(*,165)bminc,bmaxc
write (*, 170)bmind,bmaxd
print*
print*
print*, I The difference between the Ideal of each company & Ideal
*	 of average mean of all companies'
print*, ' -------------------------------------------------------
print*
print*, 'Company Trust Struc	 Cultural	 Decision Making'
print*, ' ------------------
do 195 i=1,rt
195	 write(*, 185) i,bcs (i) ,bstyp(i) ,bcc(i) ,bctyp(i) ,bcd(i) ,bdtyp(i)
print *
end
C
C-------------------------------------------------------
subroutine type (rl,r2,r3,pa,t)
real pa
character*4 t
if(pa.ge.0.and.pa.lt .rl) then
t = 'H.S.,'
else if(pa.ge .rl and.pa.lt .r2) then
t = 'M.S.'
else if(pa.ge.r2 and.pa.lt .r3) then
t=
else
t = 'Fail'
end if
return
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end
C
subroutine maxmin (d, mxd, rnnd, n)
real d(15),mnd,mxd
C
Uiff=0.0
do 200 il,n
if ( d(i) .gt. diff) then
cliff = d(i)
end if
200	 continue
C
mxd = cliff
do 205 i=l,n
if ( d(i) .lt. d.iff) then
diff = d(i)
-	 endif
205	 continue
mnd = cliff
return
end
C--------------------------------------
subroutine scale(d,max,min,p,n)
real d(15),p(15),max,min
C
C	 min=0.0
start mt = 0.0
end_mt = 10.0
if (min.eq.max)then
fp = end_mt
else
C	 fp = l0./(max - mirl)
fp = 10./max
end if
C
do 210 i = 1,n
C	 p(i) = start_mt + (d.(i) - mm) * fp
p(i) = start mt + d(i) * fp
210	 continue
return
end
386
APPENDIX I
COVERING LETTERS FROM MY
SUPERVISOR AND MYSELF TO GET MORE
SPECIFIC INFORMATION IN RELATION
TO THE FACTORS OF SUCCESS IN
DIFFERENT TYPE OF PROJECTS,
STRESSING THE CONFIDENTIALITY OF
ANY INFORMATION GIVEN
CIVIL ENGINEERING
LOUGHBOROUGH, LEICS. LE1 1 3TU UK.
TEL: 0509 263171 TELEX: 347282 FAX: 0509 610231
LOUGHBOROUGH
OF TECHNOLOGY
Direct Dial: 0509 222610
Prof. V. B. Torrance
Professor of Building
VBT:db
1 September 1992
Mr
British
PR4 lAX
Dear Mr
The Success and Failure of the British Multinational Working in the
Construction Industry as a Joint Venture Partner with a Saudi Arabian
Company
First of all let me thank you very much for responding to Mr Fatanfs initial
questionnaire for the above research programme.
We now need to gather supplementaiy information to support the information which
you have already provided. To this end, Mr Fatani and I have attached a supplementary
questionnaire which will provide us with the more specific detailed information
necessary to support your initial responses.
I very much hope that you will continue to assist us in this manner and I shall look
forward to receiving your completed questionnaire, in due course.
Once again my sincere appreciation for your assistance.
Yours sincerely
Professor V B Torrance
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Direct Dial: 0509 22
1 September 1992
Mr
British
PR4 lAX
DearMr
Re: Research into determinants of success or failure of
British Joint Ventures in the Construction Industry
as a partner with a Saudi Arabian Company
Thank you very much for responding to my initial questionnaire. The results from the first
questionnaire in general indicated that many companies could be in a better position if changes were
made by both partners to meet the new situations or new forms as joint ventures. The completed
study will greatly assist you to understand the changes needed in Saudi Arabia between you and your
partner for the best outcome.
On completing the enclosed questionnaire would you please return it to me using the self-addressed
envelope enclosed.
An empirical study in this area is greatly needed to develop ways of making companies understand the
cultural differences between Saudi companies and British companies, which reflect their own ways of
doing business differently. Understanding these factors of difference could help you in doing your
business successfully in the future. The success or failure of any business as a joint venture depends
on the degree of understanding between the partners, and when it comes to business between
different countries it is more complicated due to cultural differences.
Any information given to me will be treated as STRICTLY CONFIDENTIAL. and the results of the
study will provide solutions that can help you if you answer frankly. especially due to the experience
that I have had in different cultures particularly in Saudi Arabia.
I am willing to send the results of this study to the companies which participate in this research.
Please indicate on the front page whether or not you are interested in receiving these results.
Thank you in advance for your kind cooperation. I look forward to hearing from you and providing
you with information needed for success when you do business in Saudi Arabia as a joint venture.
Yours sincerely
Abdul Jaleel Fatani
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APPENDIX J
EARLIER VERSIONS
OF
QUESTIONNAIRES
Later condensened and made more specific
to
the thesis model

Please circle your company type within the j.v. in Saudi Arabia:
circle (1) if your company is a construction contractor;
circle (2) if your company is different from a construction
contractor.
construction contractors	 or	 other Type
1
	
2
(Al)
CHARACTERISTIC OF THE BRITISH JV GROUP:
1. How many group(s) ar actually working in Saudi Arabia?
NO:	 0	 groups	 '
V. -'&
o-	 P	 p '.-€c	 a
2. How many staff are working in the top managements?
NO :
	
-	 managers
3. Are these top-managers responsible for all the groups?	 fi\
YES: _________ NO: _________
4. How long do these top-managers stay in Saudi Arabia each year?
Please specify the time:	 t	 months
5. How long do other staff stay in Saudi Arabia each year?
Please specify the time: ____________ months
5.	 What percentage are the jv staff out of the total number in the
company?	 I-Y.
Between___________(%) to ______________(%)
7. How many years on average have these groups of staff been working
in Saudi Arabia? r4/ P years
8. If these groups are shifted from project to project, how often do you
shift them, why and in which direction?
1 - FREQUENTLY ______ 2 - SOMETIMES '
Why:
______	
-€a	 .
Tick any applicable direction:
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A. to another project in Saudi ________
B. to another country in the Gulf _______
C. to another country in the Middle East
D. to another country in the Far East
E. others
9. Is one group always working on one project or can it be moved to
another project according to the situation of the other projects inside
Saudi Arabia?
1 - Stable group	 -"--'-°-i 2 - Moveable group
10. Do the above groups have the same or different forms?
1 - Same __________	 2 - Different 'ID
11. How are these organizational units or groups separated to form
independent units, and how are these groups shaped or structured.
How do these groups communicate with each other and with
headquarters? Please provide the structure of the organizational unit
and the jv structure on a separate sheet:
Q___ O2#t- sw.	 ok
-'	 4 L Z1 v'	 o\ C)-.---L
yt-' Q-cn c\ -E_'c S.	 -" —ü
	
.	 v.o c-.---..-r	 - V
12. Are the groups constant in size or not when working in Saudi
Arabia?
1 - constant _________________ 	 2 - not constant ________________
13. If they are constant what is the number of staff in the whole group?
Employees
14. If not constant: Minimum No ________
__ __ __	
over
the project. 4___ LS-.€ - C. t-
cL p
15. Is the decision making done by the group(s) or referred "tO
neaaquarters
1 -bygroups	 2-by headquarters	 3 - by both
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(A2):
DETERMINANTS OF SUCCESS AND FAILURE OF THE JOINT VENTURE
COMPANY ACCORDING TO INTERACTION OF THE THE PARTNERS
(SAUDI AND BRITISH)
SUCCESS QUESTIONS
An international joint venture may be successful for various reasons.
Please indicate on the given scale to what extent each of the following
reasons has been important for the success of one or more International
joint venture(s) of your company. Please circle the appropriate number or
NA (if not applicable)
CAUSES OF SUCCESS IN JOINT VENTURE BETWEEN SAUDI AND
BRITSH COMPANY:
SUCCESS of jv	 Not	 Very
because:	 important	 important
1 2 3 4 5 6 7 NA
1. There was no serious difference
between partners over diversification
of jv operations or preferred areas of
diversification	 1 2 3 4 () 6
2. There was no serious difference
between partners over the intro-
duction of new projects or services	 1 2 3	 5 6
3. There was no serious disagreement
with the partner over the project or
service quality standards
	
1 2 3 4	 6
4. Views of partners on retention of
profits versus dividend-payout were
largely compatible	 i 2 3 4	 6
5. Views of partners over expansion
plans for iv were largely compatible	 i 2 (3 4 5 6
6. iv unit was operated on the basis of 	 /
a flexible contractual arrangement	 1 2 3 4	 6
7 A
7 A
7(/
74
7ç•,
7. Contributions of the partner in the iv
were up to your expectations
	
1 2 3 4()6 7
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8. Key policy decisions in the jv unit
have been controlled mainly by one
partner	 1 2 3 4)6 7 NA
9. Each partner made unique but
complementary contributions in the jv 1 2 3 4 	 6 7 NA
10. Contributions of each partner were
essential or useful for the operation of
the jv
11. Both partners were committed
to the iv
12.Both partners delegated the key-
management decisions to the jv
management
13. Both partners remained inter-
dependent upon each other for the
resources contributed to the jv unit
14. Partners were able to develop
mutual trust and confidence
15. The local partner was honest and
reliable
16. Prior business experience with the
partner was desirable
Others(please specify):
1.
1 2 3 46 7 NA
1 2 3 4 cil3 6 7 NA
12 3 47 NA
1 2 3	 5 6 7 NA
1 2 3 4 57 NA
1 2 3 4 5	 7 NA
1 2 3 4	 6 7 NA
1 2 3 4 5 6 7 NA
1 2 3 4 5 6 7 NA
FAILURE QUESTIONS
An International joint venture may break down or fail for various reasons.
Please indicate on the given scale to what extent each of the following
reasons has been significant for the breakdown or failure of one or more
international joint venture(s) of your company. Please circle ONE number
for each statement.
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CAUSES OF FAILURE IN JOINT VENTURES BETWEEN SAUDI AND
BRITISH COMPANY:
FAILURE of jv	 Not	 Very
because:	 important	 important
1 2 3 4 5 6 7 NA
1. Differences with the partner over
profits, interest and fees
2. Differences with the- partner over
inter-country transfer-pricing of
projects
3. Differences with the partner over
sourcing or provision of materials,
machinery, components and parts of
the jv
4. Differences with the partner over
allocation or reallocation of geo-
graphical location or territories of iv
5. Differences with the partner over
extension of jv arrangement to cover
other technologies or projects or
services
1 2 3 4 5 6	 NA
12 34 56 7,
(,i2 3 4 5 6 7 NA
3 4 5 6 7 NA
2 3 4 5 6 7 NA
6. Differences with the partner over
	 -
geographical diversification inside S.A.
of jv operations or location of
diversification	 (j 2 3 4 5 6 7 NA
7. Differences with the partner over
standardization of project design and
construction method
	
2 3 4 5 6 7 NA
8. Differences with the partner over
project or service quality standards	 1 2 3 (
	
5 6 7 NA
9. Differing views of partners on short-
term profits vs long term market share 	 --
objectives	 1 2 3 4	 6 7 NA
10. Differing views of partners over
expansion plans for the iv 	 2 3 4 5 6 7 NA
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11. Divergence of interests between
partners over introduction of new
projects or services
12. Conflict with the partner-over
dividend payment vs retention of
earnings
13. Conflict over partner's plans for
collaboration with one of your
competitors
14. JV unit lacked autonomy or
independence in key policy areas
15. Contractual agreement on which
jv was based was inflexible
3 4 5 6 7 NA
1 2 3
	 5 6 7 NA
92 3 4 5 6 7 NA
(j ) 2 3 4 5 6 7 NA
2 3 4 5 6 7 NA
16. Lack of prior business experience
with the partner	 () 2 3 4 5 6 7 NA
17. Lack of commitment of a partner to
the jv unit	 1 2 3
	 5 6 7 NA
18. Lack of management-control over jv
by one or the other partner due to the
unsatisfactory management system
	 2 3 4 5 6 7 NA
19. Loss of effective control over the
proprietary technology and assets
provided to jv
20. Loss of the integration between
the contribution made by each
partner in the jv
21. Deterioration in the level of
trust between partners
22. Contributions of the partner were
no longer essential or useful for the
operation of jv
23. Contributions of the partner failed
to meet expectations
3 4 5 6 7 NA
1 2 3 4 5 6 7
2 3 4 5 • 7 NA
123456 7
1 2 3 4 5
	 7 NA
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24. Dishonesty or unreliability of the
partner	 123456 7)
25. Difficulties of coordinating jv polices
with those of a corporate partner	 1 2 3 4 5 (, 7 NA
Others(please specify):
1. ____________________________	 1 2 3 4 5 6 7 NA
2. _______________________________	 1 2 3 4 5 6 7 NA
(A3):
CHARACTERISTICS OF EFFECTIVE GROUPS (Saudi & British)
How effective were your groups in relation to the other groups (Saudi
partners) with reference to the factors listed below?
NOTE: Please circle one number for each factor.
Effectiveness factors 	 Lowest	 Highest
in the group	 1 2 3 4 5 6 7
1. Good interaction between leaders and
the whole groups (Saudi and British)	 1 2 3
	 5 6 7
2. Good interaction between your groups
and other Saudi groups	 1 2 3
	 5 6 7
3. Good interaction between your groups
and other British groups	 1 2 3 4
	 6 7
4. The groups have well-established and
relaxed working relationships among
all their members
	
1 2 3 4
	 6 7
5. The groups have well-established and
relaxed working relationships among all
the other groups (Saudi & British) 	 1 2 3 4
	 6 7
6. Members of the group are attached
to it and are loyal to its members,
including the leaders
	 1 2 3 4 (
	
6 7
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7. Members of the group are attached to
other groups and are loyal to their
members, including the leaders	 1 2 3 4 5 6 7
8. The values and goals of the groups
are a satisfactory integration and
expression of the relevant values and
needs of other groups	 1 2 3
	 5 6 7
9. Each group is motivated toward all
that each can reasonably do to help
other group(s) achieve their objectives 1 2 3
	 5 6 7
10. All the interaction, problem-solving
and decision-making activities of the
groups occur in a supportive
atmosphere	 1 2	 4 5 6 7
11. When members accept that there
are real and important differences of
opinion, the focus is on arriving at sound
solutions and on avoiding causing
difficult situations	 1 2 3	 5 6 7
12. The groups are eager to help each
other develop their full potential
13. Each group accepts willingly and
without resentment the goals that the
other group has established
14. Members provide mutual help,
when necessary or advisable, so that
each can successfully accomplish their
goals
15. The supportive atmosphere
stimulates creativity
1 2	 4 5 6 7
1 24 5 6 7
1 2 3 4 ( 6 7
1 2 3
	
5 6 7
16. The group knows the value of
constructive conformity and knows
when to use it and for what purposes 	 1 2 3
	 5 6 7
17. There is high motivation on the part
of each group to initiate and receive
communications openly	 1 2 3	 5 6 7
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18. Groups are flexible and adaptable
with regard to their goals and attitudes 1 2 (ji 4 5 6 7
19. Each group feels secure in making
decisions that seem appropriate to them
because the goals and philosophy of
operations are clearly understood by
each group	 1 2 3
	 5 6 7
(A4):
MANAGEMENT WORK GROUP FUNCTIONING (Saudi & British)
Work groups commonly comprise a set of sub-groups who share th same
or adjoining work places. To assess such management work groups,
measures are provided on five aspects of the group, such as group
homogeneity, group goal clarity, group cohesiveness, open group process,
internal fragmentation.
In your company (management-structure) how important are those
management work group factors for the British group and as perceived for
the Saudi management group?
Please circle one number in each line that applies to your jv company
(Saudi and British).
MANAGEMENT WORK GROUP FACTORS FOR SAUDI AND BRITISH
COMPANY
British	 Saudi
Management	 lowest	 highest lowest	 highest
Work Group	 importance importance importance importance
Factors	 1234567	 1 2345 67
Importance of group homogeneity
1. Members of the
groups vary widely
in their skills and
abilities	 1	 2	 3 4	 5 6 1 2 3 4 5 6EJ-'
2. The groups contain
members with widely
varying backgrounds
Group goal clarity
3. The groups know
exactl y
 what things
they have to get doe
1	 2	 3 ('4.. 5	 6	 7
1 2 3 4 5 6 6
2 3 4 5 6 7
1 2 3 4 5 6
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1 (i 3 4 5 6 7 1 (
	
3 4 5 6 7
1	 4 5 6 7 1	 3 4 5 6 7
1 (Ej 3 4 5 6 7 1	 3 4 5 6 7
4. Each member of the
group has a clear idea of
the other group's goals
	 1 2 3 4 5 6	 1 2 3	 5 6 7
Group cohesiveness
5. Each person really
feels	 nrt cf his
Work group	 1 2 3 4 5 6	 1 2 3 4 5 6
6. Each person looks for-
ward to being with the
members of the group to
discuss their problems	 1 2 3 4 (j) 6 7
Open group process
1 2 3 4 5 6
7. Each group member
tells each other the way
they are feeling
8. In every group every-
one's opinions get
listened to
10. There are feelings
among members of the
groups which tend to
pull the groups apart
11. Some of the people
in the group have no
respect for others
12. There is constant
arguing about
unimportant things
in the groups
1 2 3 4	 7 3 4 5 6 7
1 2 3 4	 I)6 7	 3 4 5 6 7
1 2 3 4.6 7
9. If the group have a
decision to make, every-
one in the group is in-
volved in making it
	 1 2 3 4 (?) 6 7
Possible causes of internal fragmentation
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13. New ideas are not
acceptable
in the groups	 1	 4 5 6 7
	
1	 4 5 6 7
(AS):
FACTORS MAKING JY PROJECTS HIGLY SUCCESSFUL, MODERATELY
SUCCESSFUL,UNSUCCESSFUL
Please indicate by weighting from 1-7 all the factors that have made
projects highly successful for your company since 1980
NOTE: Please circle one number for each factor
FACTORS MAKING YOUR PROJECTS HIGHLY SUCCESSFUL
Factors making jv projects	 Lowest	 Highest
highly successful	 1 2 3 4 5 6 7
1. Less competition from other
companies for the contract 	 1 2 3 4 5 6
2. Project size in relation to
construction time	 1 2 3 4 5 6
3. Experience of the company working
in Saudi as jv partner
	
1 2 3 4 5 6
4. Percentage of profit from
the total jv project
5. Flexibility of the contract
6. Design/construction overlap
7. Skill of the jv management
8. Skill of the people working
on the project
9. Location of the project in Saudi
10. Location of the company in Saudi
1 2 3 4	 6 7
1 2 3 4j 5 6
1 2 3
	 5 6 7
1 2 3 4 5 6 C
1 2 3 (4j 5 6 7
1 2 3 (i.
, 5 6 7
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• 2 3 4 5 6c
1 2 3 4 5 6
1234567
11. Similar values & attitudes of
iv partners
12. Government Policies
13. Types of project
14. JV partner policies and strategies
15. Decisions relating to jv management
perceptions of the market conditions
16. Client's requirements
17. Others (please specify):
1 2 3 4 5 6)
1 2 3 4 5 6 j)
1 2 3 4 5
1 2 3 4 5 6
Please indicate by weighting from 1-7 all the factors that made the
projects moderately successful for your company
NOTE: Please circle one number for each factor
FACTORS MAKING YOUR PROJECTS MODERATELY SUCCESSFUL
Factors making jv projects
moderately successful
1. Less competition from other com-
panies (for the contract)
2. Project size in relation to its time of
completion
lowest	 highest
1234567
1 2 3
	 5 6 7
1 2 3
	
5 6 7
3. Experience of the company working
in Saudi as iv	 2 3
	
5 6 7
4. Percentage of profit from
the the total jv project
5. Flexibilit y of the contract
6. Design/construction overlap
7. Skill of the jv management
1 2 3 4
	 6 7
1 2 3
	 5 6 7
1 2 3 4 5
	 7
1 2 3
	 5 6 7
40j
8. Skill of the people working
in the project
9. Location of the project in Saudi
10. Location of the company in Saudi
11. Dissimilar values & attitudes of
iv partners
12. Government Policies
13. Types of project
14. JV partner policies and strategies
1 2 3 4	 6 7
1 2 3 (4, 5 6 7
1 2 3	 5 6 7
1 2 3 4 5 6 ZJ
12345 6)
1234 5,;7
1 2 3 4 5 6 (3;
15. Decisions relating to jv management 	 -
perceptions of the market conditions 	 1 2 3 4 5 6
16. Client's requirements	 1 2 3 4 5 6
17. Others (please specify): ___________ 1 2 3 4 5 6 7
Please indicate by weighting from 1-7 all the factors that made the
projects unsuccessful for your company
NOTE: Please circle 7 for the highest down to 1 for the lowest -
FACTORS MAKING YOUR PROJECTS UNSUCCESSFUL
Factors making jv projects	 lowest	 highest
unsuccessful	 1234567
1. Heavy competition from other
companies for the contract
2. Project size in relation to its time of
completion
3. Experience of the company working
in Saudi as jv
1 2 3 4 5 6 7,
1 2	 3 4 5 6 
.Z'
1	 2	 3	 , 5 6	 7
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8. Skill of the people working
on the project
9. Location of the project in Saudi
10. Location of the company in Saudi
11. Similar values & attitudes of
iv partners
12. Government Policies
4. Percentage of profit from
the the total jv project
5. Flexibility of the contract
6. Design/construction overlap
7. Skill of the jv management
1 2 3 4 5 6
1 2 3 4 5 6
1 2 3 4 5 6
1 2 3 4 5 6
1 2 3 4 5 6 ()
1	 2	 3	 6.	 -
1 2 3	 6 7
1 2 3 4 5 6
1 2 3 4 5 6
13. Types of project	 1 2 3 4 5	 7
14. JV partner policies and strategies 	 1 2 3 4 5 6
15. Decisions relating to jv management
perceptions of the market conditions	 1 2 3 4 5 6
16. Client's requirements	 1 2 3 4 5 6
17. Others (please Specify): ___________ 1 2 3 4 5 6 7
SECTION (B):
DETERMINANTS OF SUCCESS OR FAILURE OF THE COMPANY or
GROUPS IN RELATION TO JV CONTRACT(S) IN SAUDI ARABIA
FROM 1980-1990
(B 1):
PROJECT TYPE, PERIOD AND DEGREE OF SUCCESS
Please state the types of jv projects. year of entering these jvs, and which
of these have been, successful (circle 1) or unsuccessful (circle 2) for your
company
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C.. Project by
project iv
D. Others
Type of jv	 Year	 Year	 Successful Unsuccessful
Contract	 started iv	 finished	 jv	 iv
1	 2
A. Permanent jv	 19 ____ to 19 ____	 1	 2
B. Temporary jv	 19 ____ to 19	 1	 2
219	 - tol9 __	 1
19 ____ to 19 ____	 1
19 ____ to 19 ____	 1
19 ____ to 19 ____	 1
2
2
(B2):
SUCCESS AND FAILURE ACCORDING TO THE EQUITY STRUCTURE,
PROJECT TYPE, AND % OF PROFIT
Please indicate the types of joint ventures undertaken by your company in
terms of an equity joint venture or non-equity joint venture, % of share
taken by your company in each proiect such as (60-40)% or (70-30)%
etc......., as below
A. (MJ) if you were the majority share partner
B. (MN) if you were the minority share partner
C. (ES) if you had an equal share
D. (OTHERS) if you had a different share from the above
-Lt
EQUITY STRUCTURE % OF SHARE NUMBER OF J.V. PROJECT
(MJ)
(MN)
(ES)
404
(OTHERS)
(B3):
TYPES OF PROJECT THAT HAVE BEEN COMPLETED AND
RELATIONSHIP BETWEEN THE TYPE OF SHARE OF EACH PROJECT
DURATION TIME, TURNOVER, AND THE DEGREE OF SUCCESS
Ce	 b-
Please specify the number of j.v. projects that have been completed by
your company in the following categories since 1980:
TYPE OF J.V. PROJECT
	
NUMBER
1.RESIDENTIAL BUILDINGS
2. COMMERCIAL BUILDINGS
3. INDUSTRIAL BUILDINGS
4. PUBLIC BUILDINGS
5. CIVIL ENGINEERING WORKS
6. OTHER WORKS
Please specify the type of share in each of projects that have -been
completed such as (MJ) or (MN) or (ES) or (OTHERS), date of inception, date
of completion, turnover, % of the profit. your company's assessment of each
of the projects in relation to its % of profit as HIGFILY SUCCESSFUL (H.S.),
MODERATELY SUCCESSFUL (M.S.), UNSUCCESSFUL (U.S.):
type of	 type j.v.	 date of
	
date of	 net	 degree of
joint	 share	 inception completion turnover	 success
venture	 Mj ,Mn	 M,Yr	 M,Yr	 £million	 H.M.U.
project	 Es,other	 S. S. S.
Residential
B uildings
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Commercial ______
Buildings
	 ______
Industrial _____
Buildings	 ____
Public_____
Buildings	 -
Civil Eng.
Works_____
Other____
Works_____
From the general criteria below please indicate which criteria were used to
evaluate your projects and whether they were successful or unsuccessful,
during the period 1980-1990
NOTE: circle I if this indicator is successful for your company
circle 2 if this indicator is not successful for your company
GENERAL CRITERIA FOR EVALUATING ANY PROJECT:
Profit Indicators	 successful	 unsuccessful
1	 2
a. Actual net Profit	 1
b. Gross profit on project cost 	 1
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c. Yield on total turnover
d. Other measure (please Specify)
_________	 1	 2
_________	 1	 2
RANGE OF % PROFIT ON VARIOUS BUILDING PROJECTS & WORKS:
What percentage or range of the indicators used for VARIOUS JV
BUILDING PROJECTS AND OTHER WORKS IN SAUDI ARABIA that
were carried out over the period 1980-1990 would your company classify
as highly successful, moderately successful or unsuccessful?
RANGE OF % PROFIT ON RESIDENTIAL BUILDING PROJECTS:
INDICATORS	 HIGHLY	 MODERATELY	 UNSUCCESSFUL
SUCCESSFUL	 SUCCESSFUL
from % to %	 from % to %	 from % to %
a. Actual net
profit
b. Gross profit on
project cost
c. Yield on total
turnover
d. Other measure
(please specify)
Period of
contract
to	 to	 to
to------	_____tQ	 to
to	 _____to_____	 to
to
	 to	 to
years	 yearsyears
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tototo
toto _____to
tototo
tototo
yearsyears years
RANGE OF % PROFIT ON COMMERCIAL BUILDING PROJECTS:
INDICATORS	 HIGHLY	 MODERATELY	 UNSUCCESSFUL
SUCCESSFUL	 SUCCESSFUL
from % to %	 from % to %	 from % to %
a. Actual net
profit_____to_____	 _____to_____	 _____to_.__
b. Gross profit
onproject cost
	 ____to____	 ____to____	 ____to____
c. Yield on
totalturnover	 ____to__•_•	 ____to____	 __to__
d. Other measure ____to____	 ____to___.	 ____to_..
(please specify)
Period of
contract	 years	 __....__.......yearsyears
RANGE OF % PROFIT ON INDUSTRIAL BUILDING PROJECTS:
INDICATORS	 HIGHLY	 MODERATELY UNSUCCESSFUL
SUCCESSFUL	 SUCCESSFUL
from % to %
	
from % to %	 from % to %
a. Actual net
profit
b. Gross profit
on project cost
c. Yield on total
turnover
d. Other measure
(please specify)
Period of
contract
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to to
_____to to
to
to
___.years years
to
to
RANGE OF % PROFIT ON PUBLIC BUILDING PROJECTS:
INDICATORS	 HIGHLY	 MODERATELY	 UNSUCCESSFUL
SUCCESSFUL	 SUCCESSFUL
from % to %	 from % to %	 from % to %
a. Actual net
profit_____to_____	 _____to_____	 ______to__
b. Gross profit	 -
onproject cost	 ____to____	 ____to___.	 ____to____
c. Yield on total
turnover____to_	 ____to____	 ____to____
d. Other measure ____to__	 ____to____	 ____to -
(please specify)
Period of
contract	 years	 ____._._ye arsyears
RANGE OF % PROFIT ON CIVIL ENGINEERING WORKS
PROJECTS:
INDICATORS	 HIGHLY	 MODERATELY	 UNSUCCESSFUL
SUCCESSFUL	 SUCCESSFUL
from % to %	 from % to %	 from % to %
a. Actual net
profit______to______
b. Gross profit
on project cost	 ____to____
c. Yield on total
turnover_____to____
d. Other measure ____to____
(please specify)
Period of
contract	 years
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____to
to
RANGE OF % PROFIT ON OTHER PROJECTS:
INDICATORS	 HIGHLY	 MODERATELY	 UNSUCCESSFUL
SUCCESSFUL	 SUCCESSFUL
from % to %	 from % to %
	 from % to %
a. Actual net
profit	 ____to____
to
b. Gross profit
on project cost
c. Yield on total
turnover
d. Other measure
(please specify)
Period of
contract
to_____
-	 ____to_______._
-
—to-----.----
years	 .._.__years
to_____
_____to
to
____to_____
years
SECTION (C):
INFORMATION ABOUT THE BRITISH COMPANY IN RELATION TO
THE CHANGES THAT HAVE BEEN MADE WHILE IN SAUDI ARABIA
FROM 1980-1990.
(C 1):
DETERMINANTS OF SUCCESS OR FAILURE IN THE JV
COMPANY ACCORDING TO THE CHANGES MADE BY
BRITISH AND SAUDI JOINT VENTURE PARTNER:
Which of the following factors did your company consider important to be
changed in order to be successful as a jv partner. Please indicate by rating
from 1-7 all the changing factors that made your company or Saudi
company successful or unsuccessful as a joint venture.
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12345
1 2 3 4 5 6
l,.J-&	
'--
32 34567
:	 Th	 -- ---1
2 3 4 5 6 7
f,d-Q.	 t-	
c
1	 2	 3	 II.) 5	 6	 7
.e'at-i.	 3	 O.j<. (te.(
1 2 3	 5 6 7
SUCCESS FACTORS
Factors making jv company 	 lowest	 highest
successful
	
1234567
1. How well you set up your jv
strategies with Saudi partner
2. How well you set up your jv
structure with Saudi partner
3. Importance of developing
management skills before going
abroad as iv
4. Importance of developing new
systems to suit the new form or jv
5. Importance of developing staff
attitudes to learn and adapt to the new
culture before sending them abroad
6. How well the cultural difficulties
with partner were overcome
7. Importance of changing the
management style to suit the new
form of jv abroad
	
1 2 3	 5 6 7
8. Others __________________________
1234567	 1234567
Which of the following factors did your company consider as having failed
to change resulting in your company or the Saudi company being
unsuccessful as a jv partner. Please indicate by weighting from 1-7.
Please state all the necessary operational factors that your company
or the Saudi company could not change or that were considered
less important, resulting in your compan y
 or Saudi company
being unsuccessful.
-zv	
--A-
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FAILURE FACTORS
Factors making	 lowest	 highest
jv company
unsuccessful	 1 2 3 4 5 6 7
1. How well you set up your jv
strategies with Saudi
2. How well you set up your jv
structure with Saudi
3. Importance of developing
management skills before going
abroad as iv
1234567
1234567
1234567
4. Importance of developing
new systems to suit the new form or jv 1 2 3 4 5 6 7
5. Importance of developing staff
attitudes to learn and adapt to the new
culture before sending them abroad	 1 2 3 4 5 6 7
6. How well the cultural difficulties
with partner were overcome	 1 2 3 4 5 6 7
7. Rate the importance of changing the
management style to suit the new
form of jv abroad	 1 2 3 4 5 6 7
8. Others
1234567	 1234567
(C2):
ORGANISATIONAL CHANGES REQUIRED FOR SUCCESSFUL JV IN
SAUDI ARABIA
Please identify those factors that your compan y changed or those that
remained unchanged.
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NOTE: for the period shown
circle (1) if your company changed one or more of these factors
circle (2) if your company remained unchanged
CHANGES IN THE PERIOD 1980-1990
FACTORS	 YEARS	 YEARS
80-85	 85-90
changed	 unchanged	 changed	 unchanged
1. Strategy	 1	 2	 2
2. Structure	 1	 2	 2
3. Mgt. skill	 1	 2	 1
4. System	 1	 2	 2
5. Staff attitudes	 1	 2	 2
6. Company culture	 1	 2	 1
7. Mgt. style	 1	 2
8. Others	 1	 2
1	 2	 12
Please indicate your company changes in order. If not applicable
circle NA
CHANGES THE COMPANY MADE AND THE STAGES OF CHANGES:
FACTORS of
	
Stages of Change
CHANGE I to 7
a. Your Company Strategy	 stage	 2	 NA
b. Your Company Stucture	 stage__________
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NA
NA
c. Your Management Skill
d. Your Company System
e. Your Staff Attitude
f. Your Company Culture
g. Your Management Style
h. Others
stage________
stage________
stage________
stage__________ NA
stage
stage
(C3):
CULTURAL CHANGES REQUIRED
This section is related to your companys changes in these variables to fit
cultural differences.
Please circle your answer according to the importance of factors which
need to be changed.
CULTURAL VARIABLES
less important	 very important
(sometimes)	 (always)
VARIABLES	 1 2 3 4 5 6 7
1. Minimum arabic language needed in S.A.
A. Spoken
B. Written
C. Officially related to work
2. Moslim religion
A. Understanding their beliefs
B. Respecting their holidays
C. Respecting their religious customs
1 2
	
4 5 6 7
2 3 4 5 6 7
1 2 U' 4 5 6 7
1 2 3 4 5 6
1 2 3 4 5 6(,
1 2 3 4 5 6
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D. Respecting their philosophical
system	 1 2 3 4 5 6)
3. Understanding Saudi values & attitudes
A. Risk taking by the Saudi J.V.
partner
B. How well you understand the
partner to attain achievement or
objective
C. How well you set up your joint
venture company with Saudi partner
3 4 5 6 7
1 2 3 4 5 6(
1 2 3 4 5 6
D. How well policy changes were made
with J.V. partner	 1 2 3 (.IIi 5 6 7
E. How well cultural difficulties
in Saudi were overcome	 1 2 3	 i5 6 7
F. How well the cultural difficulties
with partner were overcome	 1 2 3	 6 7
G. How well your company and the Saudi
company ran the business as jv 	 1 2 3	 5 6 7
D. how well or successful was the work
or the project with your partner	 1 2 3 4 5 6
4. Understanding The Law In Saudi
A. How well you understood
Saudi law
B. Rate how well you understood
Saudi codes
5. Management Education
A. Developing management skills
1 2 3 4 5 6
1 2 3 4 5 6
1 2 3 4 5	 7
B. Identify special qualifications for
management selection abroad.
such as having the right cultural
and technical background
	 1	 3 4 j) 6 7
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6. Understanding Policies In Saudi
A. Degree of understanding of the Saudi
J.V. partner's interest 	 1 2 3 4 5 6
B. Degree of understanding of the power
of the government	 1 2 3 4 5 6
C. Adjustment to and accepting
Saudi governmental regulations even
if not satisfied with them
	
1 2 3 4 5 6
D. Respecting their policies even though
they are different from those
of your country	 1 2 3 4 5 6
7. Technology
A. Understanding the best way to
transfer technology with minimal
difficulty	 1 2 3	 5 6 7
B. Trying to find appropriate technology
that could be adaptable or understood
by the Saudi culture	 1 2 3	 5 6 7
8. Social
A. Understanding J.V. partner's style
B. Understanding each others feelings
and commonalities within any project
C. Discussion of different feelings and
ideas with J.V. partner
1 2 3,5 6 7
1 2	 6 7
1 2 3	 6 7
(C4):
TOP MANAGEMENT VALUES IN RELATION TO THE JOINT VENTURE
ACCORDING TO CULTURAL DIVERSITY:
How do you rate British and the Saudi management according to the
following factors. Please circle 7 as the most valuable down to I the least
valuable.
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VE	 L:v- Q Vv Q	 r2c2-
ko
VALUES OF TOP MANAGEMENT
Value to top	 British value	 Saudi value
management	 1234567 1234567
1. Job security
2. Achievement
3. Group success
4. Personal success
5. Intrinsic rewards
6. Extrinsic rewards
7. Logical thinking
8. Organisational success
9. Individual success
10. Commitment to company
11. Commitment to job
12. Group decision making
13. Individual decision making
14. Generalized training
1 2 3)5 6 7
1 2 3 4 3 6 7
1 2 35 6 7
1 2 3 4
1 2 3 4
1 2 3 4 5)7
1 2 3 t5 6 7
1 2 3	 6 7
1 2 3 4 5i7
1 2 3 4 5
1 2 3 4 57
1 2 3,i5 6 7
1 2 3 4 5	 7
1 2 3 4 5
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
1234567
15. Specialized training	 1 2 3 4 5 (,i7
16. Relationships by obligation 	 1 2 3 4 5 6 7
17. Relationships by free choice 71 2 3 4 5 6 7
18. Group success	 1 2 3 4	 6 7
19. Commitment to self 	 1 2 3 4 5
	 7
20. Leader's decision	 1 2 3 4 ()6 7
21. Seniority-based pay
	 1 2 3 4 5
	 7
1234567
1234567
1234567
1234567
1234567
1234567
1234567
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22. Performance based pay
23. Loyalty to company
24 Loyalty to self
25. Personal relations
26. Contractual relations
27. Low job mobility
28. High job mobility
1 2 3 4 5)7	 1 2 3 4 5 67
1 2 3 4( ,,)6 7 1 2 3 4 5 6 7
12 3456J 1234567
123 45 67) 123 45 67
1 2 3)5 6 7	 1 234567
l23)567
	 1234567
12 3()5 67
	 1234567
29. Emotional thought	 1 2 3 4(,) 6 7	 1234567
30. Rational thought	 1 2 3 4 () 6 7	 1234567
31. Promotion based on seniority 1 2 3 4 5
	 7
	
1234567
32. Promotion based on
performance	 1 2 3 4 5 6(j) 1 2 3 4 5 6 7
33. Group responsibility	 123567	 1234567
34. Individual responsibility	 1 2 3 4 57	 1 2 3 45 67
(D):
RESPONSIBILITIES AND DEGREE OF ASSISTANCE BY
EACH PARTNER
(Dl):
ASSIGNMENT OF RESPONSIBILITIES TO EACH PARTNER(Saudi &
British):
When you were selecting a partner, what assignment of
responsibility for the following activities did your company seek?
(If factor was not relevant. mark NA)
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cASSIGNMENT CONTROL BY EACH PARTNER
Assignment of responsibilities	 You	 Partner
control	 controls	 NA
a. Planning the jv policy	 6?)	 2
b. Sourcing of raw materials or
equipment	 2
c. Determining marketing & project
policies	 cI)	 U)
d. Overseeing costs and quality
control	 6111:)	 2
e. Authorising major capital
expenditures for venture	 2
f. Day-to-day management of
joint venture	 6.111)	 2
g. Determining manufacturing
technology & set-up
h. Overseeing costs and quality
control
i. Hiring and firing joint venture
managers
j. Others (please specify)
(D2):
THE DEGREE OF ASSISTANCE OF YOUR JOINT VENTURE PARTNER:
How much assistance do you receive from your Saudi partner?
1	 2
1	 2
2
1	 2
NA
NA
NA
NA
NA
NA
NA
NA
NA
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DEGREE OF SAUDI ASSISTANCE TO BRITISH
Saudi assistàncè
J.V. PARTNER	 less assist,	 greater assist.
ASSISTANCE	 1 2 3 4 5 6 7 NA
1. Assistance in market entry with
greater competitiveness	 1 2 3 4 (J) 6 7 NA
2. Provided advice on ..political methods 1 2 3 4 5	 7 NA
3. Gave advice on cultural matters
	 1 2 3 4 5	 11' 7 NA
4. Gave advice on legal/codes!
standards, etc.
5. Gave advice on local suppliers
6. Provided contacts with appropriate
people in Saudi
7. Others
1 2 3 4 5	 7 NA
1 2 3 4	 6 7 NA
1 2 3 4 5 6 (j NA
1 2 3 4 5 6 7 NA
1 2 3 4 5 6 7 NA
I-low much assistance did you give to your Saudi partner?
DEGREE OF BRITISH ASSISSTANCE TO SAUDI PARTNER
British assistance
J.V. PARTNER
	
less assist.	 greater assist.
ASSISTANCE	 1 2 3 4 5 6 7 NA
1. Assisted Saudi partner with the
technology
2. Provided Saudi partner with
experience
3. Provided Saudi partner with
organisational solutions
1 2 3 4 5 6	 NA
1 2 3 4 5 6 2- NA
1 2 3 4 5 6	 NA
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4. Provided Saudi partner with advice
on capital/finance	 1 () 3 4 5	 7 NA
5. Provide Saudi partner with skills
and training	 1 2 3 4 5 6	 NA
6. Provided Saudi partner with good
1 2 3 4 5 6 (i NAreputation
7. Others -	 1 2 3 4 5 6 7 NA
_________________________	 1 2 3 4 5 6 7 NA
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